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STRATEGIC PLAN
OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
FISCAL YEARS 2008-09 THROUGH 2012-13

VISION

The Office of State Examiner iscommitted to providing for the successful operation of the Municipd Fire
and Palice Civil Sarvice a thelocd leve; building on a foundation of integrity, while seeking to inspire the
confidence and trust of local governing officids, avil service boards, and employeesinasystembased upon
merit, efficiency, fitness, and length of service.

MI1SSION

The mission of the Office of State Examiner, Municipa Fire and Police Civil Service, isto administer an
effective, cog-efficient avil service system based on merit, efficiency, fitness, and length of service,
consstent with the law and professona standards, for fire fighters and police officersin al municpdities
in the State having populations of not lessthan 7,000 nor more than 500,000 inhabitants to which the law
applies, and indl parishfire departments and fire protection digiricts regardless of population, in order to
provide a continuity inquality of law enforcement and fire protectionfor the ditizens of the State in rurd and
urban aress.

PHILOSOPHY

The citizens of LouisSanag, and the dedicated fire fighters and police officers who protect them, are entitled
to amunicipd fireand police avil service system founded in fairness and integrity, and built onthe concept
of dedication and excellence of service.




GOALS

To develop and maintain vaidated classification plans in cooperation with the Municipa Fire and
Police Civil Service Board in each jurisdiction whichdescribe the grouping of like positions within
the respective fire and police departments into classes which may be treated the same for dl
personnel purposes, the arrangement of which is designed to show the principa and natura lines
of promotion and demotion, and whichprovide qudification requirements necessary for digibility
for admission to the respective examinations.

(Louisiana Revised Statutes, 33:2479(G)(1),(2),(5) and 33:2539(1),(2),(5))

To prepare and administer valid tests of fitness, devel oped according to professionally acceptable
standards, for determining digibility for initid appointment or promotion to classfied pogtions in
therespectivefireand/or police departments of the municipditiesand fire protectiondigtricts, score
the tests and furnish the results to the locd civil service boards for which the tests are given.

(Louisiana Revised Statutes, 33:2479(G)(1),(3) and 33:2539(1),(3))

To provide operationd guidance in the lega requirements of the Municipa Fire and Police Civil
Service System to the locd civil service boards, governing and appointing authorities, department
chiefs, employees of the classified fire and police services, and other local officers regarding the
dutiesand obligations imposed uponthemby avil servicelaw and relevant State and Federal laws
pertaining to the adminidration and management of personnd within the classfied sarvice.

(Louisiana Revised Satutes, 33:2479(G)(1),(4),(5),(6) and 33:2539(1),(4),(5),(6))




OBJECTIVES, STRATEGIES, AND
RELATED PERFORMANCE INDICATORS

? GOAL I:

Todevelop and maintain validated classification plans in cooperationwith
the Municipal Fire and Police Civil Service Boardineachjurisdictionwhich
describe the grouping of like positions within the respective fire and police
departmentsinto classeswhichmay be treated the same for all personnel
pur poses, the arrangement of which isdesigned to show the principal and
natural lines of promotion and demation, and which provide qualification
requirements necessary for digibility for admission to the respective
examinations.

OBJECTIVEI.1: Toimprovethecontent validity of the classification plan for each jurisdiction
by assuring that each class description is supported by job analysis data not greater than five
yearsold by June 30, 2013.

STRATEGY I.1.1

STRATEGY 1.1.2

Conduct new job andysesfor dl classes not supported by job andysis data which
is less than five (5) years old and, where necessary, make recommendations to
local civil service boards on dlass plan changes.

Develop vdidity documentation for qudification requirements recommended for
al classes.

PERFORMANCE INDICATORS:

Input: Basdline number of class descriptions.
Basdine number of class descriptions not supported by
job analyss data less than five (5) years old.
Basdine number of class descriptions not having content
vdidity documentation supporting qualification




requirements.

Output: Number of new job analyses conducted to provide
documentary support of class descriptions.
Number of recommendations made to locd civil service
boardstoamend class plans based uponjob andyss data
lessthan five (5) years old.
Number of class descriptions whose qudification
requirements are supported by new job andyss
documentation.

Outcome: Percent of class descriptions megtingthe criteria of having
job andysis support less than five (5) years old.
Percent of class descriptions with  qudification
requirements supported by appropriate vaidity
documentation.

OBJECTIVE.2: By June 30, 2013, improve efficiency of service to local civil service boards by
providing timely recommendations to civil service boards on needed class planchangesfollowing
all job analyses within ninety (90) days of receipt of job analysisinformation, and by providing
updated class descriptions on changes adopted by boards within ten (10) days of receiving
minutes of meeting.

STRATEGY 1.2.1 Develop and mantain an integrated database which will provide targets for
completion of needed class plan revisons at the time the job andyds data is
received and minutes are reviewed.

STRATEGY 1.2.2 Crosstrain professona personnd so that more manpower will be available for
developing class plans when peak periods of activity are experienced.

STRATEGY 1.2.3 Provide classification personnd with timely access to board minutes reported to
the Office of State Examiner by scanning minutes into database to be devel oped
for this purpose.

PERFORMANCE INDICATORS:

Input: Basdline average number of workdays betweenthe date
of receipt of job andyses data and the date a
recommendation to revise the class plan is sent to the
board.

Basdine average number of days between receipt of
minutes of board meeting wherein the adoption of class
plan revisons is recorded and the date on which find




adopted verson is forwarded to the civil service board.
Basdine number of class descriptions identified as
requiring revison following receipt of recent job andlyss.

Output: Number of new job analyses conducted to provide
documentary support for class descriptions.

Number of class description recommendations made to
local civil service boards.

Outcome: Average number of workdays betweendate of receipt of

job andlyss data and date of recommendation on class
plan change to civil service board.
Average number of days between receipt of minutes of
board meeting identifying changes adopted to class plan
and the date on which find adopted versonisforwarded
to the civil service board.

Efficency: Percent reduction in response time between receipt of
job andyss data and recommendation for class plan
revison.

Percent reduction in response time between receipt of
minutesand forwardingfind adopted versonof classplan
document.

? GOAL II: To prepare and administer valid tests of fitness, developed according to
professionally acceptable standards, for determining digibility for initial
appointment or promotion to classified positions in the respective fire
and/or police departmentsof the municipalitiesandfire protectiondistricts,
scorethetests and furnish theresultsto the local civil service boards for
which thetestsare given.

OBJECTIVE 11.1: By June 30, 2013, improve the validity of examinations developed by the
Office of State Examiner so that candidates identified as eligible will have the knowledge and
skills necessary to be placedin aworking test period, and so that examinations administer edwill
belegally defensible.

STRATEGY I1.1.1  Develop documentary support for the use of scores for ranking purposes on
standard, multi-jurisdictiond promotional examinations through input of expertsin
the fire and police services.



STRATEGY I1.1.2  Develop promotiond exams, when requested, to include knowledge of local
operating procedures, enter into agreement withlocal officidsto provide updated
procedures on an ongoing basis.

STRATEGY 11.1.3  Devedopstandard, multi-jurisdictiona entrancefirepreventionand fire investigation
examinations for use in as many levels satewide as possible.

STRATEGY 11.1.4  Deveopstandard, multi-jurisdictiona entrance examinaionsvaidated as sdlection
procedures for the classes of Police Communications Officer, Fire
Communications Officer, Corrections Officer, Fire Department Records Clerk,
Police Department Records Clerk, Secretary to the Fire Chief and Secretary to

the Police Chief.

PERFORMANCE INDICATORS:

Input:

Output:

Outcome:

Badine number of dsandard, multi-jurisdictiona
promotiona examinations.

Badine number of non-standard, promotiona
examinaions.

Basdine number of new statewide, multi-jurisdictiona
entrance fire prevention and fire investigation
examinations.

Basdine number of exiding statewide, multi-jurisdictiond
entrance examinaions.

Number of new standard, multi-jurisdictiona promotional
examinations devel oped having documentary support for
score ranking.

Number of new non-standard promotiona exams
developed which measure knowledge of loca operating
procedures.

Number of new standard, multi-jurisdictiona entrancefire
prevention and fire investigation examinations deve oped
and validated.

Number of exising standard, multi-jurisdictiond entrance
examinations updated.

Percent of standard, multi-jurisdictional promotiond
examinations for which documentary support for score
ranking has been established.

Percent of non-standard, promotiond exams which
measure knowledge of loca operating procedures.
Percent of exigting statewide multi-jurisdictiond entrance
examinations updated.



Outcome & Effidiency:

Number of chdlenges to where a civil service board,
court, or other regulatory entity such as the Department
of Judice or the Equa Employment Opportunity
Commission has found that an examination, developed
and administered by the OSE was not appropriate. (The
standard to whichwe aspire is to have 0 decisons finding
fault with our examinations))

OBJECTIVE 1.2: By June 30, 2013, to provide examination scorestolocal civil service boards
within 80 days from receipt of exam request despite an anticipated 50% increasein number of
jurisdictionsto which the system is applicable.

STRATEGY I1.2.1

STRATEGY I1.2.2

STRATEGY 11.2.3

Developrelational database computer applicationto assist inmoving examinations
through the developmenta and grading process in atimely manner.

Increase efficiency of gaff by cross traning on key functions such as grade,
anaysis and report preparation.

Improvefeaturesof customtest generation software to diminate muchof the word
processing work required to produce examinations, study guides, and reports.

PERFORMANCE INDICATORS:

Input:

Outcome:

Efficency:

Number of examination requests

Baxdine average number of workdays from date of
examination request to date scores are mailed.

Number of workdays fromdate of examinationrequest to
date scores are mailed.

Percent reduction in the average number of workdays
from date of examination request to date scores are
mailed.

OBJECTIVE 11.3: Improve quality of examinations and efficiency of exam preparation by
conducting a compr ehensive reviewand update of all test questions in OSE database from which
testsaredrawn by June 30, 2013.

STRATEGY I11.3.1

Provide training to five members of the professiond staff each year (on arotating
basis) inthe principlesof itemwriting and test vaidation methodology through the
| nternati ona Personnel M anagement A ssoci ati onA ssessment Council. Encourage
employeesto obtain professond certification through this organization.



STRATEGY 11.3.2

STRATEGY 11.3.3

STRATEGY 11.34

STRATEGY 11.35

STRATEGY 11.3.6

Review item bank to remove outdated items which cannot be sourced to
recognized text, or which do not perform as expected in measuring job
knowledge.

Convert item bank from DOS format to Windows format.

Improve integration of grading and test construction software programs by
providing for data on item performance to be automaticaly posted following the
adminigration of each examination.

Revise test quedtions in item bank, as necessary, to comply with agency and
technica standards for item congtruction.

Develop new test questions, as necessary, to provide a suffident database from
which job knowledge in specific classes may be evauated.

PERFORMANCE INDICATORS:

Input: Basdine number of test questions in item bank.
Outpuit: Number of test items reviewed and removed from item
bank.

Number of test items updated or revised.
Number of test items researched and sourced to new
reference edition.
Number of new test items writtento satisfy requirements
of examindion plans.

Outcome Number of test questions whichmust be removed during
the grading process due to problems with item
construction or source.

? GOAL I11.

Toprovide operational guidanceinthe legal requirements of the Municipal
Fire and Police Civil Service System to the local civil service boards,
gover ning and appointing authorities, department chiefs,employeesof the
classified fireand police services, and other local officers regarding the
dutiesand obligations imposed uponthemby civil service lawand relevant
State and Federal laws pertaining to the administration and management



of personnel within the classified service.

OBJECTIVEII1.1: Toprovide initial orientation by June 30, 2013, tolocal gover ning authorities
in 27 newjurisdictions to whichthe systemapplies concer ning the requirementsof Municipal Fire
and Police Civil Service Law, and assisting such entitiesin establishing civil service boards.

STRATEGY I11.1.1

STRATEGY I11.1.2

STRATEGY I[11.1.3

STRATEGY I11.1.4

STRATEGY I11.1.5

STRATEGY I11.1.6

Egtablish initid contact with loca officids (mayors, fire board of commissioners,
department chiefs) of potentid jurisdictions to determine if criteriafor indusionin
the systemhasbeen met, and offer advice and assstance on the provisions of the
Municipa Fire and Police Civil Service system.

Develop and utilize a database tracking system with specific follow-up dates for
contacts with potentia jurisdictions.

Attend medtings inlocd areas as may be necessary inorder to explainthe process
of establishing civil service system and answer questions and concerns.

Provide technical support as needed over the phone and by correspondence.
Egtablish a working rdationship with the Office of Attorney Generd in order to
encourage potentia jurisdictions required be in the system to comply with the

provisons of civil service law.

Swear in new civil sarvice boards and provide initid training in the functions and
responsibilities of the civil service board.

PERFORMANCE INDICATORS:

Input: Number of juridictions for which boards have been
swvornin.

Number of potential jurisdictions identified as meeting the
criteriafor establishing acivil service sysem.

Output: Number of potentid jurisdictions for which initid
orientation has been completed.

Outcome: Percentage of jurisdictions identified as meeting
goplicabilityrequirementsforincusoninsystemforwhich
initid orientation has been completed.

Number of new jurisdictions added for which boards
have been sworn in.
Percent increase in number of sworn jurisdictions for



which boards have been svornin.

OBJECTIVEII1.2: Toimprove serviceto jurisdictionsthrough timely support tothoseinvolved
in the operation of the system at the local level through telephone support, correspondence,
seminars, individual orientation sessions, and revised training materials with interactive
components by June 30, 2013.

STRATEGY I11.2.1

STRATEGY I11.2.2

STRATEGY I11.2.3

STRATEGY I11.2.5

STRATEGY 111.2.6

STRATEGY Il1.2.7

STRATEGY I11.2.8

STRATEGY I11.2.9

STRATEGY 111.2.10

STRATEGY I11.2.11

Provide telephone support to individuas with operational questions about the
system by responding to questions within twenty-four hours.

Provide eachboard member and board secretary with an operations manua and
accompanying interactive CD-rom which serves as a reference for the proper
completionof variousforms, induding personnel actionforms, posting notices, and

subpoenas.

Provide written guidance as requested by responding to al writteninquiries within
seven days.

Conduct training seminarsin the operation of the system and relevant personnel
matters for gppointing authorities or therr designees, fire and police chiefs, civil
service boards, and board and chief’ s secretaries.

Egtablishan online newdetter for the purpose of informing website vistorsof news
and developments related to the Municipa Fire and Police Civil Service System.

Review minutes of dl civil service board medtings reported to the Office of State
Examiner in order to offer timdy advice on the operation of the system in
accordance with civil service law.

Provide supporting information (civil service law, classficaionplans, board rules,
and operations manuds inasearchable CD-romformat to each avil service board
and department chief).

Speak to state conferences of employee groups, chief’s associations, and
associations of appointing authorities when requested.

Track legidation pertinent to the Municipa Fire and Police Civil Service sysem
in order to provide information as requested to persons with avested interest in
the operation of the system.

Conduct a sdary survey of dl jurisdictions within the Municipa Fire and Police
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Civil Service system, and make results available to dl jurisdictions and interested
parties.

PERFORMANCE INDICATORS

[ nput: Number of telephone inquiries recelved.
Number of written requests for guidance.
Number of civil service minutes reviewed.

Output: Number of newdetters published per year.

Outcome: Number of individuds trained through seminarsor
individua orientation.

Effidency: Percent of telephoneinquiries handled within twenty-four
hours.
Percent of written requests for guidance handled within
seven days.

Qudity: Percentage of seminar attendees rating training as
informative and helpful.

OBJECTIVE11.3: To maintain, during each fiscal year through June 30, 2013, the per centage
of personnd action forms (PAFs)which must be returned to local jurisdictionsfor correction at
1% of all PAFs reviewed, through training of local personnel and the development and
digtribution of interactive computer -based tutorials.

STRATEGY I11.3.1 Review dl personne action forms reported by loca civil serviceboard and enter
into agency database.

STRATEGY I111.3.2  When personnel actions are not made in accordance with the law, return PAFs
reporting such to the loca civil service board dong with a written explanation of
the problem.

PERFORMANCE INDICATORS:

[ nput: Number of personnd action forms received.

Output: Number of personnd action forms reviewed for
compliance with civil service law.

Outcome: Number of personnel action forms returned to
jurisdictions for corrections because of errors in
goplications of civil service law.

Effidency: Percentage of PAFs reviewed which are returned for
correction.
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OBJECTIVEII1.4: Toincreaseserviceto jurisdictions and to applicants for employment in the
systemthroughthe e-gover nment concept by adding at | east one new category each year through

June 30, 2013.

STRATEGY I11.4.1

STRATEGY I11.4.2

STRATEGY I11.4.3

STRATEGY I11.44

STRATEGY I11.4.5

STRATEGY I11.4.6

To provideavirtud desktop withsecure access by civil service board secretaries
where they can prepare posting notices, subpoenas, €etc.

Provide summaries of Attorney Genera Opinions relevant to the Municipd Fire
and Police Civil Service.

Provide summaries of Appellate and Supreme Court decisions relevant to the
Municipa Fire and Police Civil Service.

Provide summaries of Ethics Board Opinions relevant to the Municipa Fire and
Police Civil Service.

Egtablish a satewide registry for persons interested in Frefighter, Police Officer,
and Communications Officer job opportunities in other jurisdictions.

Provide links to other internet Sites related to the Municipa Fire and Police Civil
Service System.

PERFORMANCE INDICATORS:

Input: Number of informationa categories on agency website.
Output: Number of new informationd categories added to
website.

Outcome: Number of vigtors (hits) to website.
Percent increase in informationa categories on website.
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DEVELOPMENT OF STRATEGIC PLAN
FISCAL YEARS 2008-09 THROUGH 2012-13

SITUATION INVENTORY

Whoarethe customer gclients,other stakeholder s, and expectation groups for the
Office of State Examiner?

CUSTOMERS

Customers of government are defined to include anyone who receives or usesthe services of agovernment
program or whose success or satisfaction depends uponthe actions of adepartment, office, inditution, or

program.

The customers of the Office of State Examiner are the members of the locd Municipd Fire and
PoliceCivil Service Boards, the classified empl oyeeswithin the system, the departmental chiefsand
governing authorities, those candidates seeking employment in the classified service, and those
individuals seeking information about the operation of the system. The interests of the respective
customers will be discussed separately.

The members of the loca Municipd Fire and Police Civil Service Boards, who serve without
compensation and who usualy lack a background or training in personnel adminigtration, aswell
asthe civil service board secretaries, depend heavily uponthe Office of State Examiner (OSE) in
the execution of their duties. The OSE works closely with the board members in analyzing
positions and dlocating them to their rightful place within the classified service, developing and
maintaining classificationplans, and providing advice on how to conduct meetings and hearingsin
accordance with Statelaw. At the request of the loca board, the OSE devel ops and administers
tests of origind entrance and promotion, then furnishes the results to the loca board. The OSE
aso assists the avil service boards in determining if gppointments and promotions are made in
accordance with avil service law. The assstance and training provided to civil service board
members is a continuous process, as board membership changesonaregular basis. The terms of
office for avil service board members are for three years, with the terms of the respective
appointees expiring on a staggered basisin each jurisdiction.

The classified employeesof the Municipd Fire and Police Civil Service depend upon the OSE to

ensure that the system functions in the manner in which it was created: to provide a structured,
compdtitive meit sysem; continuous employment during changes of loca governmert
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adminigration, a system of equa pay for equa work, a method through which an employee may
seek relief if he feds he hasbeen subjected to discrimination in employment practices or working
conditions, as wdll asrelief fromunfar disciplinary or corrective actions. Theclassfied employees
depend upon the OSE to provide promotiond tests that are fair and job related, and to aso
provide feedback on examination performance so that future study efforts might be guided
accordingly. Classified employees aso turn to the Office of State Examiner when questions arise
about the operation of the Municipd Fire and Police Civil Service system.

The departmenta chiefs and governing authorities depend upon the OSE, through the use of
vaidated employment examinations, to providethe loca avil serviceboardswithligsof candidates
for entrance and promotion who have a reasonable expectation of success in the working test
period. Thelocd officids use the group andyses of exam performance provided by this office in
andyzing the effectiveness of and guiding departmental training efforts. The departmentd chiefs
and governing authoritiesare provided an orderly and efficent systlem of personnd administration.
The departmenta chiefs and governing authorities aso depend upon the OSE for advice and
guidance onthe proceduresto be followed when disciplining or terminating employees. The OSE
works closaly withlocal offidasinscheduling examinations so that public safety manpower affing
levels are not compromised during the examinaionprocess. The OSE asoidentifiesand provides
initid orientation and key support to new jurisdictions entering the system.

Those candidates seeking employment in the classified service depend upon the OSE to develop
and utilize tets that are fair and job related, to provide information on locations where upcoming
examinations are being administered, and to provide guidance on the process for reporting thar
scores to jurisdictions other thanwhere they tested, but where employment opportunities might be
available or desired.

The find type of customer for the OSE are the individuds seeking records or information of a
public nature under the public records statutes. These individuas have an expectation that those
recordsthat fdl withinthe public domain will be made available within a reasonable amount of time.

STAKEHOLDERS

Stakeholders are defined as groups or individuas who have avested interest in the organization.

The gtakeholders of the Office of State Examiner include those entities previoudy identified as
customers, as wdl as employee associations, municipa or dvic associations, the dtizens of the
communitiesserved by the various fireand police departments, and fireand policetrainingfacilities
The benefits to the community include professona employees who are employed and promoted
onthe basis of skills and professond ahilities, thus responding to the primary need of public safety
inthe area. The overdl program is geared to provide an equitable employment situation for
employees and potentid employeeswithinthe system, with the end result being greater efficiency

15



within the departments, increased professiondism of employees, improved law enforcement and
fire protection within the communities, and sustained higher employee morae.

EXPECTATION GROUPS

Expectationgroups are defined as those entitieswhichexpect certain levels of performance or compliance
but do not recelve services from an organization.

The expectationgroupsassoci ated with the Office of State Examiner includethe Equal Employment
Opportunity Commission, the Department of Justice, the Legidature, and any court before which
the operations of the Office of State Examiner may be reviewed.

The Office of State Examiner isexpected to use professiondly acceptable standards in conducting
job andyses, developing classfication plans, and vaidating examinations that are used as part of
the selection process in the respective jurisdictions. The standards by which these activities are
reviewed are found in the Equa Employment Opportunity Commission's Uniform Guidelines on
Employee Selection Procedures, adopted by four Federal agenciesin 1978. In addition, the
EEOC aso oversees provisons of the Americans With Disabilities Act which pertain to hiring and
employment practices.

What services are provided by the Office of State Examiner?

nuu;mmmwouowwm

nuu;mwmoumwowm

Tegting for entrance and promotion in the respective jurisdictions.

Ligs of digiblesfurnished to loca civil service boards.

Study guides and pre-examination booklets.

Individud and group anayses.

24-hour access phone number for information on firefighter and police officer tests.
Development of classficationplans and assistanceto the local boards in dlocating positions to the
appropriate classfications.

Review of rall cals furnished by local avil service boardsfor promotiona examinationsfor digibility
of reported individuas according to established board rules.

Assstanceto locd civil service boards, governing authorities and employeeswithin the system on
the operation of the Municipa Fire and Police Civil Service.

Seminarsfor loca boards, governing officids, and board secretaries.

Review of appropriateness of dl personnd actions.

Maintenance of files on dl employees within the sysem.

Maintenance of web site with frequently requested information.

Competitive and promotiona application forms.

16




S

Newdetter of topics pertinent to those served by this office.

What is the authority of the Office of State Examiner in providing the services
identified above?

Article X, Section 16 of the Louidana Congtitution of 1974, and other provisons of the Congtitution of
1921, Article 14, § 15.1 not specificaly mentioned in R.S. 33:2471 et seq.

Louisana Revised Statutes 33:2471 through 2508.

Louisana Revised Statutes 33:2531 through 2568.

Louisana Revised Statute 33:2591.

What is the history of the operation of the Office of State Examiner, Municipal
Fireand Police Civil Service, and what isthe current status of the organization?

Historica Perspective - Office of State Examinegr

1934 -

1940 -

Act 22 of the Second Extraordinary Session of 1934 created a State Civil Service Commission
composed of the fdlowing: Governor, Lieutenant Governor, Spesker of the House of
Representatives, State Superintendent of Public Education, Attorney Generd, Secretary of State,
and the Superintendent of the Bureau of Criminad Identificationand Investigation. The Commisson
was given the power to investigate the heads of al municipa police and fire departments, except
those dected by direct vote of the people and to "require of them proof of their competence to
hold such postion.” The Commission was given the power to remove such head if he was found
to be incompetent, aswel asthe power to passondl new heads. Members of the police and fire
departments could be dismissed by the department head, but his action was subject to review by
the Commission. The Commission could aso suspend members of the force on its own initiative
or, after inquiry or hearing, compe a person's dismissa.

Act 253 of 1940 created the Municipd Fire and Police Law which applied to cities with
populations from 16,000 to 100,000. The six origind citiesinthe systemwere Alexandria, Baton
Rouge, Lafayette, Lake Charles, Monroe, and Shreveport. Act 253 cregted a five member civil
service commission in each city, and aso created the office of State Civil Service Examiner to be
gppointed by the governor with the consent of the Senate. The Municipa Fire and Police Law
provided that seniority should be the badis for dl promotions, as wel as for reductions in force.
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1942 -

1944 -

1948 -

1952 -

1964 -

1970 -

1974 -

1992 -

1999 -

The Department of Civil Service temporarily administered the Municipa Fire and Police Civil
Service System from 1940 to 1944.

The population minimum for induson in the system was lowered from 16,000 to 13,000, thus
including the cities of New Iberia and Bogadusa. In 1942 the system covered 575 classified fire
fighters and 500 police officers.

The Municipa Fire and Police Civil Service was officidly separated from State Civil Service on
Jduly 27, 1944, by Act 102 of 1944.

The upper population limit for inclusion in the system was changed from 100,000 to 250,000.

Act 302 of 1952 incorporated the Fire and Police Civil Serviceinto the Condtitution of 1921 by
amendment. Following passage by the Legidature, the amendment was gpproved by the voters
in November 1952.

Act 282 of 1964 broadened the scope of applicability to municipalities with populations of 7,000
to 13,000, and included dl fire protection digtricts.

Act 643 of 1970 created a classfied fire and police civil service in al municipaities having a
population between 250,000 and 500,000.

Article X, Section 16 of the Louisana Congtitution of 1974 provided for the establishment of a
systemof dassfiedfireand police avil serviceinmunicipditieswith popul ations exceeding 13,000,
and in dl fire protectiondistricts operating aregularly paid fire department. Section 17 provided
that permanent gppointments shdl be made only after certification by the applicable municipd fire
and police dvil service board under a genera system based upon merit, efficency, fitness, and
lengthof serviceas provided in Article X1V, Section 15.1 of the Constitution of 1920, subject to
change by law enacted by two-thirds of the elected members of each house of the legidature.
Section 18 provided that "Except as inconagent with this Part, the provisons of Article X1V
Section15.1 of the Condtitutionof 1921 are retained and continued inforceand effect as statutes.”
The gpplicable statutes are L ouisana Revised Statutes 33:2471 et seq., and 33:2531 et seq.

Act 497 of 1992 amended and reenacted LouisanaR.S. 22:1419(A), relative to dedications of
the Insurance Rating Commission Expense fund to create the Municipa Fire and Police Civil
Service Operating Fund in the state treasury by dedicating 2/100 of 1 percent of grossinsurance
premiums for the operation of the Office of State Examiner.

Act 931 of 1999 further amended R.S. 22:1419(A)(2) to providefor increased dedications of the
Insurance Rating Commission Expense fund to the Municipa Fire and Police Civil Service
Operating Fund in the amounts of 2.25 1/100ths for premiums paid in 1998, 2.37 1/100ths by
2001, and 2.5 1/100ths by 2003 and every year theresfter.
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2006 - In the aftermath of Hurricanes Katrinaand Rita in August and September, 2005, the Legidature
amended the Municipd Fire and Police Civil Service Law, thereby giving the OSE the authority,
if needed, to cdl for and administer certain entrance examinaions without requiring avil service
board action. Many jurisdictions found themselves suddenly in need of fire and police personnd.
While some departments in the most heavily hit areas were dmost completdy depleted of
personnel due to the storms' impact, the increased demand to provide services and protection in
response to sudden surges in population taxed the personnel resources in other departments.
Following the storms, enabling legidationwas passed, whichserves to expedite the hiring process
for entrance classes. For example, Act 2006 No. 493 givesthe OSE the authority to cdl for and
administer competitive entrance tests without local board action. Candidates are able to submit
their gpplications dong with ther scores to avil service boards statewide, which may then be
certified to the gppointing authority as digible for gppointment. As aresult, the examination and
certification process, in many instances, can be reduced by severa weeks,
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GROWTH OF MUNICIPAL FIRE AND POLICE CIVIL SERVICE
SYSTEM 1975 - 2006

F\'(%CAARL JURI ’\slgl'coTﬁ ONS | CA NDIDAT ES | EM P’tlg'vcéllzzs IN s?ASEF
EXAMINED SYSTEM
1974-75 48 3,720 4,245 20
1980-81 52 5,480 5,183 19
1981-82 55 5,320 5,450 19
1982-83 55 7,741 5,550 19
1983-84 55 6,615 5,850 19
1984-85 56 6,593 6,000 16
1985-86 58 8,531 6,100 15
1986-87 63 6,318 5,990 12.75
1987-88 64 7,216 6,175 13
1988-89 68 7,456 6,073 12
1989-90 71 6,777 6,137 12
1990-91 73 6,940 6,407 12
1991-92 76 7,533 6,453 14
1992-93 82 5,835 6,552 14
1993-94 84 6,395 6,668 14
1994-95 88 6,074 6,868 15
1995-96 90 6,523 7,036 15
1996-97 92 6,448 7,306 15
1997-98 93 5,765 7,404 17
1998-99 9 6,250 7,434 17
1999-00 96 6,129 7,647 17
2000-01 96 6,394 7,803 17
2001-02 96 7,281 7,817 17
2002-03 97 5,728 7,914 17
2003-04 100 6,448 8,391 17
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FISCAL NO. OF NO. OF NO. OF OSE
YEAR JURISDICTIONS | CANDIDATES EMPLOYEESIN STAFF
EXAMINED SYSTEM
2004-05 103 6,128 8,348 19
2005-06 104 5,404 8,423 19

Current Status of the Office of State Examiner, Municipa Fire and Police Civil Service

Asof June 1, 2007, there are 107 jurisdictions currently served by the Office of State Examiner in 40
parishes throughout the state, induding 8,472 classified employees within the system. For a list of
jurisdictions with the number of employees, please refer to Appendix D. Thetable of organization for the
Office of State Examiner contains 19 employees, dl of whom are in the State classfied service (see
Appendix E for acurrent organizationa chart).

Duplication of Effort

The Department of State Civil Service and the State Police Commissionserve different congtituent groups
than does the Office of State Examiner, and under different legd authority, and withdifferent provisons of
law. While dl entities provide civil service examinations and digibility ligts, the Office of State Examiner
works exdusvdy with local governing authorities and civil service boards. The Office of State Examiner
aso must accommodate and adapt to the rule making ability of avil service boards in each jurisdiction
served by the agency, rather than working under a standard set of rules adopted by one board or
commisson. Eachjurisdictionhasitsown dassficationplan, and testsadministered by the Office of State
Examiner mudt reflect the requirements of the job as it exigts localy. This would be smilar to the
Department of State Civil Service having to conduct independent job analyses and develop separate
examinations appropriate for Adminidrative Specidigt postions in each state agency utilizing that class.
The Office of State Examiner aso has adifferent test vaidationrequirement thando the other civil service
entitiesbecause of the uses and applications made of the test scores according to sate law. The Office of
State Examiner has no responsibility for recruitment, as do the other entities, in that the locd civil sarvice
boards in the system bear this responghility.

ENVIRONMENTAL SCAN —
INTERNAL FACTORS

What arethe current and projected internal factorsthat may have an impact
on the oper ations of the Office of State Examiner over the next five years?

The Office of State Examiner currently has nineteen (19) authorized positions. Inresponseto the number
of jurisdictions which have been added to the Municipa Fire and Police Civil Service Systeminaccordance
with state law, and the corresponding workload associated withthe system’ sgrowth, two positions were
added to the agency’ stable of organizationthe 2004 Regular Legidative Sesson. Despite the increase in
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the number of positions, the agency’ sabilityto maintain a consstent gaffing level continuesto be chalenged
by difficultiesin recruiting and retaining qudified employees in a job market in which low unemployment
isanticipated to continue for severd yearsto come. Also, severd employeesare approaching retirement
dighility, and the agency is being proactive in preparing our future workforce. We have looked at each
of these problems as objectively as possble, and offer the following andysis:

Employee turnover and difficulty in filling vacancies: One factor in andyzing turnover mus be the
relatively high employment rate we have experienced in the Baton Rouge area over the last few
years. It isdifficult to hire and retain qualified employees if the pay we are able to offer is not
comptitive with the private indudtry. It isdso difficult for a smal agency to gppear competitive
with the larger ones when attracting entry-level employees who have red issues concerning
opportunities for career advancement. A second factor is the very high volume of work our
employees mugt produce in order for the OSE to mest its gods in a timely manner. Chronic
gaffing shortages have forced the agency into paying time and a half overtime inasmuchwe cannot
afford to lose the vauable hours lost due to compensatory time. This is an adequate short-term
solution, but the problem is not defined by pesak periods during the year. Our gaffing shortage is
an ongoing problem throughout the year. Aswill bediscussed below, low employee morde and
increased hedth problems result when employees are not afforded adequate “ off” time.

The Office of State Examiner places a high emphas's on making good hiring decisons, and we
make such decisons mindful of the long term ability of the OSE to fulfill its misson. Despite the
hiring freeze following the hurricanes in the 2005/06 fiscd year and, more recently, in the face of
avery competitive job market, we have continued to usethe probationary working test period to
properly evauate the performance of new employees and, whennecessary, have made the difficult
decison to terminate employment. These decisons affect the operations of the agency in both the
short-term and the long term: fewer employees are avalable to handle the increasing workload,
and, when vacancies are findly filled, it takes up to two years before new hiresreach proficiency.

Employees dligible for retirement:  40% of the employees of the Office of State Examiner will qudify
for retirement under one or more digibility requirements during the period covered by this Srategic
plan. Two employees currently have thirty or more years of employment with the state of
Louisana, and four other employeeswill be digible due ether to years of state service or qudifying
age. Theseemployeesrepresent 80.1% of the combined agency experience, and, should they be
digble to retire at present, the effect would be a reduction of the current average agency
experience from 9.7 years to 2.9 years. Four persons occupy the highest level postions of the
agency: the State Examiner, who has 30 years of date service; the Deputy State Examiner, and
the two Human Resources Assstiant Divison Administrators, who oversee the operations and
functions of the Testing Divison and the Personnel Management and ClassificationDivison. Two
employees serve in our testing divison: one employee, with 35 years of experience, is our most
experienced journeyman leve employee in the testing divison; the other, with 20 years of
experience, develops dl exam plansin the testing divison.

Employee morale:  The OSE recognizes that maintaining a positive work environment contributes to

higher employee morae and job satisfaction, whichaso results in grester productivity. Often, this
requirestaking Smple measuresto assureempl oyeeshave a safe and postive environment inwhich
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to work, aswell as to being open to opportunities to make adjustments in work assgnmentsin
order to keep work interesting and fulfilling. We have been able make adjustmentsintheagency’s
organizationd structurein order to offer employees greater chalengeswhiled soimprovingservices
to stakeholders. Office reorganization has resulted, in some ingtances, in the redllocation of key
positions to levds commensurate with responsbility. We aso demondrate a commitment to
training that provides necessary tools to accomplishjob duties, maximizesefficdency, and increases
employee retention. We have made changes in the office culture and policiesinorder to become
more “family friendly,” alowing grester flexibility in work schedules. The inclusive, participatory
management Kyle of the current State Examiner has also encouraged growth and professional
development among al employees, afactor which hasimpacted postively on the overdl morde

of the agency.

ENVIRONMENTAL SCAN —
EXTERNAL FACTORS

What arethe current and projected external factorsor issuesthat may have
an impact on the operations of the Office of State Examiner over the next
fiveyears?

1 The number of jurisdictionsto which the Municipal Fire and Police Civil Service System
applies continuesto grow, placing greater demands upon our limited resour ces.

Jurisdlictions are required by law to enter the Municipa Fire and Police Civil Service when one of two
conditionsis met: In the case of amunicipdity, the sysem becomes gpplicable when the city operates a
pad fire or police department, and when the population reaches 7,000 or over as a result of the last
decennid census. The 2000 Census identified three additiona municipaities to which the Municipa Fire
and Palice Civil Service Systemwill apply. Following the hurricanes of 2005, we anticipate that the 2010
Federal Decennid Census will indicate fluctuations in the popul ations of several municipdities, suchthat the
system will become applicable to those which heretofore were not required to establish avil service. In
the case of afire protection digtrict, the system becomes applicable when a volunteer department hiresat
least one regularly paid employee having as a primary responsibility one of the duties identified under
Louisana Revised Statutes 33:2541 (A). Therefore, dueto population growth in some areasfollowing the
hurricanes, fire protection districtswhich had previoudy been volunteer departments, but have sincehired
full ime personnd, will be required to establish dvil service. Many jurisdictions are not aware of the
requirements or applicability of the system, and the Office of State Examiner, therefore, sees an obligation
to identify those entities to which the system applies and offer their governing authorities the essentid
guidance necessary for compliance with the provisons of thislaw.

The research involved in identifying new jurisdictions has traditionally been very extensve and time

consuming. The decennid census has dways been a logicd tool to usein identifying new municipdities,
however, identifying new paid fire departments was often dependent upon word-of-mouth reports. We
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veify full ime employment infire districtsthrough supplementa pay records, legidative auditor reports, and
information obtained from the Louisana Firefighters Retirement System; however, one of the problems
encountered is that departments oftenuse aname that ismideading. An example would befire protection
digtricts which use the name of a small town within its response area as the name of the fire department.
The populationof the town might be well below the required 7,000 inhabitants (thus making the system not
gpplicable to amunicipal firedepartment), but a close examination of the organization of the department
may indicatethat it is, infact, a parish fire protection district that would denote gpplicability of our system.

Also, some departments continue to usethe word “volunteer” inther names, despite the fact that some of
its personnd are full time paid employees. The advent of internet capakiilities within our office, aswell as
resources made available through other state agency websitessuchasthat of the State Fire Marshd, have
giventhis officethe opportunity to identify new jurisdictions witha higher degree of certainty. Inthe 2001 -
2006 Strategic Plan, we had identified 27 jurisdictions as definitdly mesting the criteriafor indusionin our
system, and reported that we had identified another 42 jurisdictions that required further research. We
have conservatively projected that approximately haf of the additiona 42 potentid jurisdictions will meet
systemapplicability criteria, and this continuesto represent anincrease of 50% over our current workload.
Asreported inthe 2001 - 2006 Strategic Plan, therewere 96 jurisdictions under the MFPCS System. At
this writing, there are 107; indicating a significant accomplishment by the OSE over the six-year period.

Of course, the Office of State Examiner has a legd obligation to contact and provide services to all
jurisdictions to which the civil service law applies. Asnoted, our client baseis nearly 50% larger then the
number of jurisdictions we currently serve, and it continues to grow. Despite abacklog of projectswhich
have accumulated as aresult of our chronic staffing shortages, progressis being made; however, it may be
considered unreasonableto establish contact with jurisdictionsand advisethem of system gpplicability, then
not be able to follow through with the required services. In order to mitigate this problem, we have
increased the Sze of our g&ff to accommodate our dramatic growth in jurisdictions, and have redistributed
personne assgnments in order to more efficiently provide services. We have increased gaffing in the
Personnel Management and Classification Divisonduring the most recent plan period from two personnel
to S, and restructured the division’s organization in order to be more responsive to jurisdictions needs.
Over the next severa years, asgnificant amount of resourceswill continue to be devoted to the Personnel
Management and Classfication Divison inorder to assmilateand provide operationd training to the new
jurisdictions. Resourceswill be gradudly redistributed to the Testing Division astheworkload shiftsto that
function once the loca systems are operationdl.

An additiona problemwithbringing new jurisdictions onboard is thet the Office of State Examiner has no
legd means of forcing compliance with the provisons of the law. The system is mandatory for those
departments meeting digibility criteria, and the Attorney Genera has opined that jurisdictions may not
smply choose not to be included. It isour intention to establish contact with the Office of the Attorney
Generd inthisregard to discuss gppropriate methods for requiring compliance.

2. Thedesrefor reform of current civil service provisons.

There are many proponentsfor change inthe syslemwho make convincing argumentsthat the current legd
requirement for promoting the digible with the greatest total department seniority encourages mediocrity
and decreases departmentd effectiveness. Thispositionisheld primarily by the department adminigirators
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and governing authorities. Employee groups, on the other hand, are nervous that changes to the
promotiona scheme will open the door to political patronage and roadblocks to career advancement for
officerswho are quaified, yet not in afavored group. The Municipd Fire and Police Civil Service Law
was initidly enacted in 1940 to diminate such favoritiam not based on merit factors. The argument has
been hotly debated beforelegidative committees, withboths des offering differing views of what congtitutes
a“merit sysem.”

The Office of State Examiner desires to facilitate discussions between the two client groups in a non-
contentious atmaosphere that will allow commonground to be explored between the opposing sides of the
argument for reform. The essentid dement isthat both parties desire efficiency and safety in the fireand
policeservices. The chdlengeisfinding personne management tools which will move the sysem forward
while remaining sengtive to the needs and concerns of career fire and police professonads. The State
Examiner has been invited to speak before state conventions for both the Professonal Firefighters of
Louisana and the Louisiana Police Chiefs Associaion, as well as meet with members of the respective
groups to discuss the opportunities for change in the system.

The chdlenge facing the Office of State Examiner is that we must be prepared to move in whatever
directionis provided by the L egidatureregarding avil servicereform. Testsare vaidated for specific uses,
and our tests are currently validated for use on a pass/fail basis as is required by our existing law.
Additiond documentation is needed and different test formats might be appropriate if the syssem moves
to promoting on the basis of test scores.

3. Continued development and use of e-gover nment techniques and technological advances.

The Office of State Examiner embraces the progressive mission of the State of Louisiana to provide
“world-class government services’ to its citizens and others through the effective use of technology. The
Office of State Examiner attempts to anticipate and be responsive to the needs of those whom we serve
through the use of the Internet and the agency’s presence on the world wide web. The agency has
become a resource of ingant support and information in matters related to the fire and police classfied
service, and we will continue to search for ways whichwill improve accessibility and expand the availability
of information. The Office of State Examiner maintains a website from which visitors may access
information about the MFPCS System and the jurisdictions which comprise the system. Included on the
website is an interactive personnd action form whereby appointing authorities are able to complete
personnel actions online, and print the document for proper digribution. Visitors may track legidation
during legidaive sessons, access generd state Satutes which ded with the fire and police services, and
obtain copies of certain Attorney General Opinions reaed to these services. Maintaining an informative
and resource-rich website is an objective that has become an important aspect of service to our dlients.
The Office of State Examiner will endeavor tofind new waysto usetechnology to provideinformationmore
effectivdy and efficiently.
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DEVELOPMENT OF GOALS, OBJECTIVES, AND
PERFORMANCE INDICATORS

BACKGROUND INFORMATION

Having the benefit of experience from the prior strategic planning cycles, we have viewed the
development of this strategic plan as an opportunity to once again evauate our progress, to assess the
needs of our client base, and to focus our efforts and resources. We are aware of our accomplishments,
and fed that we offer alevd of service which is both professona and effective. We continue to examine
problems which occur and to make adjustments as may be necessary. Our gods are derived from the
language of the Municipa Fire and Police Civil Service Law, which provides for the duties of the Office
of State Examiner, and therefore, defines the legal mission for the Office of State Examiner.

GOAL |

To develop and maintain validated classification plans in cooperation with the
Municipal Fire and Palice Civil Service Board in each jurisdiction which describe the
grouping of like positions within the respective fire and police departmentsinto classes
which may betreated the samefor all personné purposes, the arrangement of which
is designed to show the principal and natural lines of promotion and demotion, and
which provide qualificationrequirements necessary for digibility for admission to the
r espective examinations.

The authority for setting this goal isfound in Louisana Revised Statutes 33:2479(G)(1),(2),(5) and
33:2539(1),(2),(5). The Equa Employment Opportunity’ sUniform Guidelineson Employee Selection
Procedures was adopted by four Federal agenciesin 1978, and isthe standard by which the U.S. Jugtice
Department, the EEOC, and the courts would measure our efforts should we be challenged. The
Guidelines state that any component of the selection process that isused asa part of the selectionprocess
should be vaidated in accordance with the standards.

Objectivel.1

The Municipd Fire and Police Civil Service System has increased from 84 in 1995 to 107, as of
June 1, 2007. Thelack of gtaffing in the face of this Sgnificant growth has made it difficult for the agency
to stay current withdemand, and a sgnificant backlog of projects exists despiteanincreaseof two postions
in 2004 and the redlocation of personnd resources. At thiswriting, there are 969 class descriptions for
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the jurisdictions within the Municipa Fire and Police Civil Service system, of which411 are supported by
job andyss datalessthan’5 yearsold. Supporting documentation for the remaining 558 class descriptions
is greater than 5 years old, and it is therefore desirable that new job analyses be conducted to update the
supporting data and to revise the class descriptions as may be appropriate.

Included in the class descriptions which are targeted for updating are the entrance classes of
Jaller/Corrections Officer, Communications Officer, Departmental Records Clerk and Secretary to the
Chief. Inmany ingtances, these class descriptions have not been revised sincethey were originally adopted
by their respective civil service boards. The OSE anticipates beginning job anayses for these classesin
order to assure that al entrance class descriptions are supported by recent vaidation documentation.

Also, the mgority of class descriptions lacks current vaidity documentation supporting the use of
certain qualification requirements that have been adopted by civil service boards. Although this problem
was addressed in erlier drategic planning, staffing limitations has not dlowed the agency to accomplish
thisobjective. Thisisalegd exposure for usin that the qudification requirements are absolutely used as
part of the sdlection process, and therefore must be validated according to the Guidelines.

Objective |.1 targets having dl remaining 411 class descriptions supported by ajob anayssless
than five years old by June 30, 2013, in order to assure that the class plans are current and validated for
use as ingruments of the salection process.

Objective .2

The second mgjor issue with the dass plansis that, while we conduct new job anadysesin order
to prepare the examinations, we have not been as responsive as we would like to be in following up with
recommendations for revisons to class descriptions based upon the new andyses. Additiondly, where
locdl boards have acted on our recommendations, we need to be moreresponsive inforwarding the officid
copies of class plans within areasonable amount of time. Between FY 01/02 and FY 05/06, we reduced
the time frame for submitting class planchangesfallowing job andysesfrom 155 days to an average of 84
days, and our response time following recei pt of board minuteshad been reduced from an average of 120
days to 67 days. During FY 06/07, we have experienced a heavy demand for job anadyss studies for
newly created posgitions (undoubtedly rel ated to the aftermath of the 2005 hurricanes), suchthat our gbility
to submit class plan changes fallowing job andyses has been sgnificantly delayed.  Lack of sufficient
gaffing in the face of thisincreased demand has prevented us from being more responsive in these aress.
However, with adequate resources assigned, we expect that our response time will be significantly
improved during this strategic planning period.

GOAL Il
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. To prepare and administer valid tests of fitness, devel opedaccording to professionally
acceptable standar ds, for determining digibility for initial appointment or promotionto
classifiedpostionsintherespective fire and/or police departmentsof the municipalities
and fire protection districts, score the tests and furnish the results to the local civil
service boardsfor which thetestsare given.

Our legd authority for setting this god may be found in Louisana Revised Statutes
33:2479(G)(1),(3) and 33:2539(1),(3). The professond standards for this god are also found in the
Uniform Guidelines on Employee Selection Procedures.

Objectivell.1

This objective targets improving the validity of our examinations, and has four drategies for
achieving this objective:

Documentary support for use of test scores for ranking purposes. Our Municipa Fireand Police
Civil Service Law only requires support for the tests on a passffail basis inasmuch as
anyone making a score of 75 or higher is digible for competitive appointments, and
promotional appointments must be offered to the personwithascore of 75 or higher with
the greatest total departmental seniority. Having said this, however, we are avare that
some jurisdictions are using the scores for other purposes. Onejurisdiction, for example,
will not schedule aninterview withanindividua seeking entrance employment unlesshe/she
scores at least 95 on the test rather than 75. Other jurisdictions utilize scores on
examingtions in breaking ties in seniority when meking promotiona gppointments. It is
therefore incumbent uponour officeto develop at least rudimentary support for the scores
when used in thismanner. Criterion studies are feasible in the entrance classes, dthough
they are very time consuming and expensive to conduct. We are therefore proposing to
utilize input from job expertsin supporting that the possession of knowledge, sills and
abilities evaluated by our examinations digtinguish between levels of performance.

Evaudion of loca operating procedures. Chiefs and gppointing authorities throughout the
MFPCS have requested that we consider including loca procedures in our examinations,
particularly at certain promotiond levels. Whenthe Chiefsand gppointing authoritiesassert
that such loca procedures are criticd to the performance of the job in question and are
willingto provide updated procedures onan on-going basis, wewould be remissif wedid
not develop a content vaid examination to the excluson of such akey dimenson. One
example may be seen in promotional communications classes in departments utilizing a
computer-aided dispatch (CAD) system. The procedures followed in accomplishing the
work of these classesis entirely dependent uponloca procedures and equipment. Itisour
god toidentify those jurisdictions and classes requiring the development of local materia
and to respond accordingly.

Standardized tests for entrance fire prevention and fire investigetion classes We currently have
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approximately 12 classes in the fire prevention and investigation series, and we are
currently in the process of developing standardized examinations for useinas many levels
statewide as possible. The entrancefire preventionand fireinvestigation classes have been
particularly troubling to us from the standpoint of vdidity. The nature of the work and the
knowledge requiredtofunctioninthe respective classesis not as adaptable to commonjob
andysds and exam planning techniques as other classes the fireand police servicesare. It
isvery difficult, for example, to determine what knowledge is needed from the first day on
the job, versus that for which the incumbent might use a reference source to accomplish
hisduties. At least four standard examinaions would probably be possble, and would
dleviate some of the burden onthe Tegting Divison for preparing custom examinations for
asngle usein these classes.

Deve opment of new standardized entrancecl assexamingions The agency recognizesthe growing
potential for a legd chdlenge to one or more of our standard entrance examinations
because of the agency’s lack of resources over the past severa years to adequately
maintain contemporary vdidation information.  Steps have been taken to mitigate the
possibility of such challenges, such as aobtaining licenses for commercialy-developed
entrance exams. However, we view this approach as a temporary expedience, and not
asolution. The OSE hasan obligation to prepare and administer tests of fitnessfor origina
entranceto gpplicantsfor postionsin the classfied fireand police services. Weanticipate
that we will conduct statewide job analysis studies for five entrance classes during the FY
08/09 - 12/13 Strategic Plan period.

Objective 1.2

Weareworkingtoward assmilating additiond jurisdictions, whichrepresents ananticipated growth
of gpproximately 50% in the number of jurisdictions served by this office. In the previous Strategic plan
years, we recognized the need to increase our efficiency inorder to maintainacontinuationleve of services,
and we were making progress in that area until the hurricanes of 2005 caused a setback. The OSE has
madeadjustmentsin staff assgnmentsand has made other operationa changes. Also, we continueto move
forward with plans to refine our computer applications, and cross training existing staff in order that they
may provide support for other agency human resources functions not directly related to ther regular job
assgnments.

Objectivell.3

The qudlity of our examinationsis dependent uponthe quality of test questions (items) available to
satisfy the requirements of the examination plans. The Office of State Examiner item bank includes over
7,700 test questions fromwhichtests are devel oped. Continuing fromtheFY 05/06to FY 09/10 Strategic
Pan, we will continue to remove or revise outdated or poorly performing test questions, to maintainanitem
bank which is sourced to recent authoritative publications, and to develop new items as needed to grow
the item bank.

GOAL 111
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[Il.  To provide operational guidancein thelegal requirements of the Municipal Fire and|
Police Civil Service System to thelocal civil service boar ds, gover ning and appointing
authorities, department chiefs, employeesof the classifiedfire and police ser vices, and|
other local officers regarding the duties and obligations imposed upon them by civil
service law and relevant State and Federal laws pertaining to the administration and
management of per sonnel within the classified service.

Objective 111.1

We noted inthe FY 01/02-05/06 Strategic Plan that our research indicated that 27 jurisdictions
operate regularly paid fire and/or municipa police departments, however, these jurisdictions had not yet
established aclassfied systemof for itspaid fireand/or policedepartmentsas provided under the Municipd
Fireand Police Civil ServiceLaw. Wedsoidentified 42 “volunteer” fire departmentswhich, becausethey
may have employed at least one full-time paid employee, were probably required to establish a classfied
sarvice. Thisnumber increased to 48 in FY 2005/06. At theend of FY 01/02, there were 96 jurisdictions
operating aregularly paid fireand/or municipa police department which are included in the Municipd Fire
and Police Civil Service System. Currently, there are 107 jurisdictions.  If dl potentid jurisdictions are
required to establish avil service, it represents a dramatic increase of 50% in the number of jurisdictions
to be served by the Office of State Examiner. The process of identifying and establishing the system at the
local level isvery labor intensve, yet the Office of State Examiner has anobligationto do so. We continue
to conduct research on the latter group and anticipate that a least haf will eventudly fal within the
Municipa Fire and Police Civil Service System.

Objective 111.1 targets providing initid orientationto dl 27 identified new jurisdictions to whichthe
systemappliesby June 30, 2013. We have added personnel resourcesto the Personnel Management and
Classfication Divison and have reorganized the divison to more effectively contact and assist potentia
jurisdictions. The agency hopes to devel op a database applicationwithinthe current strategic planperiod
in order to effective track the progress toward accomplishing this objective,

Objective 111.2

Our second objective for God 111 isto continue to improve the technica support we provide to
our dient base via telephone, correspondence, improved training materials and seminars, and the
development of interactive computer gpplications. We have been frustrated at timeswhen our callsare not
returned, so we target returning dl cdls within 24 hours. We have aso set atarget of providing written
responsesto correspondence within 7 days. Other strategiesinclude publishing anonlinenewdetter a least
once each year, expanding training opportunities by increasing the number and frequency of civil service
seminars, and continuing to speak when requested at state conventions of employee and chief groups.
Objectivelll.3

Much of the activity associated withpersonnel administrationand management of the fireand police
classfied service is centered on accurate reporting of personne movements by the gppointing authority to
the local avil service board. These records serve not only as a means by which personnd actions
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(appointments, promotions, leaves of absence, etc.) are reported, they aso provide documentation for
digibility for the various protections and benefits extended to dassfied employees by avil service law.
Accuracy of these records, therefore, is of utmost importance. Objective I11.3 targets the reduction of
errors made in the completion of personnel action formsin order to avoid potentia future problems. Itis
our desireto maintain an error rate a 1% of al completed personnd action forms through June 30, 2013.

Objective Ill.4

In developing this objective, we explored dl aspects of our services that might be made available
24-hours a day via the internet. Mogt of the Strategies are sdlf explanatory, although one which has
received avery pogtiveinitial reaction isdescribed in Strategy 111.4.5. Applicants for Firefighter, Police
Officer, and Communications Officer positions may currently take the test for the respective classin any
location where it is being offered through application to that avil service board. Following recept of a
passing score, the gpplicant choosing to work el sewhere may make application to the civil service board
in the desred employment location by attaching documentation of his’her passing score to the gpplication
for the new location. As ameans of recruiting, gppointing authorities have expressed interest in obtaining
access to interested, qualified gpplicants. It is our intention to facilitate the connection between potentia
employers and employees through a voluntary registry of persons passing the entrance examinations who
areinterested in employment opportunities other than where they took their examinations.
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STRATEGIC PLAN
FISCAL YEARS 2008-09 THROUGH 2012-13

OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
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PERFORMANCE INDICATOR MATRIX

GOAL |
OBJECTIVE .1

OBJECTIVE 1.1
jurisdiction by
greater than five yearsold by June 30, 2013.

To improve the content validity of the classification plan for each
asauring that each class description iS supported by job analysis data not

Kind of Indicator

Performance Indicator

ndicator No. |.1.a

Basdline number of class descriptions.

ndicator No. 1.1.b

Basdine number of class descriptions not
supported 3y job andysis data less than five
(5;)years old.

In
Indicator No. |.1.c

Basdine number of class descriptions not
having content validity documentation
supporting qualification requirements.

In
Indicator No. I.1.d

Number of new job anadyses conducted to
provide documentary support of class
descriptions.

Indicator No. I.1.e

Number of recommendations made to locdl
avil service boards to amend class plans
based upon job andyds data less than five
(5) yearsald.

Indicator No. I.1.g

Output Number of class descriptions whose

Indicator No. I.1.f qudification requirements are supported by
new job andys's documentation.

Output Percent of class descriptions meeting

criteria of having job andyds support less
than five (5) yearrs]goljd. Y PPo

Output
Indicator No. I.1.h

Percent of class descriptions with
qualification requirements supported by
gppropriate vaidity documentation.




PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE |.1

INDICATOR NO. I.1.a

1

10.

11.

Indicator name:

Baseline number of class descriptions

Indicator type:
I nput
Rationde:

Our objective is to improve the content validity of class plans by ensuring that each class
description is supported by arecent job analysis. All class descriptions should reflect current
duties and responsibilities, but mar]Y do not. The total number of class descriptions serves
as the baseline from which work will be measured and is a reasonable indicator.

Data collection procedure/source:

The Office of State Examiner maintains a class description for each class of positions, as
well as occupational indices containing a list of dl classifications for each jurisdiction in the
classified service. The total number of classifications will be maintained in a database
tracking system as classes are adopted or abolished.

Frequency and timing of

(&) collection: ) ) ]
Overdl tallies are calculated as the database is revised.

(b) reporting:
Data will be reported quarterly, or as required by OPB.

Calculation methodol ogy:
The total number of class descriptions will be tallied prior to the reporting period.

Definitions of any unclear terms:

A "class' or "class of positions’ means a definitely recognized kind of employment in the
classified service, designated to embrace positions that are so nearly alike in the essential
character of their duties, responsibilities, and consequent qualification requirements, that they
can farly and equitably be treated aike under like conditions for all personnel purposes.
(Louisiana R.S. 33:2473 5 and 33:2533 5.? A class description provides the representative
duties of a class, including distinguishing features and qualification requirements, which is
adopted and maintained as arule of the local civil service board in each jurisdiction. A class
plan contains the combined class descriptions for all of the classes for a sSingle jurisdiction.

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Personnel
Management and Classification Manager.

Limitations of the indicator:

There do not appear to be significant limitations for this indicator.

How is this performance indicator used in management decision making and other agency processes?
The number of class descriptions is aglobal indicator of the magnitude and scope the Office
of State Examiner’'s responsibility to assist local civil service board’'s in their statutory
obligation to maintain current classification plans. The number of class descriptions in light
of possible revisions following job analyses is a useful tool for planning and forecasting
purposes.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE |.1

INDICATOR NO. 1.1.b

1.

10.

11.

Indicator name;

Baseline number of class descriptions not supported by job analysis data less
than five (5) years old.

Indicator type:
I nput
Rationde:

Class descriptions should be kept current and should reflect jobs as they actudly exist. As
soon as possible following any changes in the duties and responsibilities of aclass of positions
by the appointing authority, the chan?es should be reflected in the class plan. It is necessary
to have knowledge of the depth of class descriptions which have not been updated following
recent job analyses.

Data collection procedure/source:

A database will be maintained for each classification, in jurisdiction order, in which the date
of completion of each job analysis will be entered.

Frequency and timing of

(&) collection: ) ) ] ] ]
Data will be entered following the completion of each job analysis project.

(b) reporting:
Data will be reported quarterly, or as required by OPB.

Calculation methodology:

The total number of class descriptions supported by job analysis data over five (5) years old
will be tabulated prior to the reporting period.

Definitions of any unclear terms:

The job andlysis is the systematic examination of the functions of each position as it relates
to the knowledge, skills and abilities required to perform the duties assigned to a position.
Classification plan means dl the classes of positions established for the classified service.
Class or class of positions means a definitely recognized kind of employment in the classified
service, designated to embrace postions that are so nearly dike in the essential character
of their duties, responsibilities, and consequent qualification requirements, that they can fairly
and equitably be treated aike under like conditions for all personnel purposes.

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Personnel
Management and Classification Manager.

Limitations of the indicator:

There do not appear to be significant limitations for this indicator.

How is this performance indicator used in management decision making and other agency processes?
The number of class descriptions not supported by job anaysis data less than five (5) years
old indicates the extent of the challenge to the agency in providing civil service boards with
current and validated class descriptions. Where numerous outdated class descriptions may

be discovered and targeted for revision, the agency may find it necessary to alocate
additional resources.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE |.1

INDICATOR NO. |.1.c

1.

10.

11.

Indicator name:

Basdline number of class descriptions not having content validity
documentation supporting qualification requirements.

Indicator type:
[nput

Retionde:
Class descriptions, as part of the clasdfication plan, serve as an overview of the
diginguishing festures of a class of postions and the primary duties and responghbilities
which may be assigned to such postions. Class descriptions also include qudification
requirements which must be satisfied by persons wishing to be made digible for
appointments to such postions. Inasmuchas the class description is an instrument of the
Ssection 8roce£s each dement of the description must be vaidated in accordance with

the EEOC Uniform Guidelines on Employee Selection Procedures, induding the
qualification requirements.

Data collection procedure/source:

Class d{egd:ri ptions not having content validity documentationfor qualificationrequirements
is counted.

Frequency and timing of

(a) collection: _ _
Overdl numbers are cculated as new datais provided.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.
Cdculation methodology:

Class descriptions not having qudification requirements supported by vaidity
documentetion are tallied.

Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and qudity:

Gahering of this performance indicator will be the responsbility of the Personnd
Management and Classification Manager.

Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency
processes?

Qudification requirements included in each class description must be supported as job-
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related, and must be documented inorder to satisfy the provisons of the EEOC Uniform
Guidelines on Employee Selection Procedures.

PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE |.1

INDICATOR NO. 1.1d

1.

10.

11.

Indicator name:

Number of new job analyses conducted to provide documentary support of
class descriptions.

Indicator type:
Output
Retionde:
Thisisan obviousindicator of work product.

Data collection procedure/source:

The number of new job analyses conducted will be updated as each job analysis project
is completed.

Frequency and timing of

(&) collection: . . . _
Collection of the datawill occur a the completion of each job analysis project.

(b) reporting: |
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:
Each job andyss performed will be counted.
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gethering of this ormance indicator will be the responghility of the Personned
Management and Classification Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Thereare currently 915individua classesof postions inthe Municipa Fireand Police Civil

Service System, each having qualification requirements unique to that class. Since
qudificationreguirements are used inthe employee sdlection process it would be prudent
to alocate appropriate resources to careful validation methodology and documentation.

38



PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE |.1

INDICATOR NO. I.1.e

1.

10.

11.

Indicator name:

Number of recommendations made to local civil service boardsto amend class
plans based upon job analysisdata lessthan five (5) yearsold.

Indicator type:

Output
Rationde:

Thisisan obviousindicator of work product.
Data collection procedure/source:

A count of class descriptions recommended to loca boardswill be collected fromthe job
analysis database.

Frequency and timing of
(a) collection:

The count of class descriptions recommended to loca boards will be updated as
recommendations are forwarded.

(b) reporting: |
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:

Totaswill be calculated on an on-going basis.
Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gethering of this ormance indicator will be the responsibility of the Personne
Management and Classification Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

The agency mug provide recommendations for updated class descriptions to locd civil
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service boards upon determining changesinassgnmentsof duties and responsibilities. A
low performance inthis indicator will demonstrate that we are not being responsive, which
may require adjustiments in work assignments and/or crosstraining of other personnel in
updating class descriptions.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE .1

INDICATOR NO. |.1f

1.

10.

11.

Indicator name:

Number of classdescriptions whose qualification requirements are supported
by job analysis documentation.

Indicator type:

Output
Rationde:

Thisisan obviousindicator of work product.
Data collection procedure/source:

A count of classdescriptionswhichhave gudificationrequirementstied to job andyss data
will be counted.

Frequency and timing of

(a) collection: _ _
Totaswill be caculated on an on-going basis.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:

Each appropriate class description will be counted.
Definitions of any unclear terms

Not applicable.
Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gahering of this performance indicator will be the responsbility of the Personnd
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The agency has a responghility to assure that local civil service boards maintain
classfication descriptions that accurately reflect qualification requirementsfor postionsin
the classfied service. If this output indicator demongtrates low performance, we are not
effectively managing this function and will need to evaluate our work methods toward
improvement.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE .1

INDICATOR NO. I.1.h

1.

10.

11.

Indicator name;

Percent of class descriptions meeting the criteria of having job analysis
support lessthan five (gyears old.

Indicator type:
Outcome
Rationde:
This performance indicator serves as a benchmark for improvement.
Data collection procedure/source:
Datawill be gathered from the job anadlyss database.
Frequency and timing of

(@) collection: , . .
Collection of the datawill occur as each job analysisis completed.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

Number of class descriptions meeting the criteria of having job analysis support less than
five (5) years old divided by tota number of class descriptions.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gethering of this ormance indicator will be the responsbility of the Personne
Management and Classification Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Low performance in this outcome indicator will indicate that we are not meeting our

obligations to assure that avil service boards are maintaining current class descriptionsand
gppropriate action toward improvement will be necessary.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE .1

INDICATOR NO. I.1i

1.

10.

11.

Indicator name:

Percent of class descriptions with qualification requirements supported by
appropriate validity documentation.

Indicator type:

Outcome
Reationde:

Our objective is to improve the vdidity of classification plans for each jurisdiction by
ensuring that each class description is supported by a recent job andyss. Qudification
regui rements are a part of the class description, and are used in employee sdlection.
Determining the percentage of class descriptions withvalidated qudificationrequirements
isanindicator of progress toward this objective.

Data collection procedure/source:

Data will be collected upon the completion of new class descriptions containing
qudlification requirements supported by vaidity documentation.

Frequency and timing of

(a collection:
Collection of the datawill occur as each class description isrevised.
(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Calculation methodol ogy:

Number of class descriptions withvalidated qudificationrequirementsdivided by the total
number of class descriptions.

Definitions of any unclear terms:
Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gethering of this performance indicator will be the responghility of the Personnd
Management and Classfication Manager.

Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency processes?

Therearecurrently 939individua classes of positions inthe Municipa Fire and Police Civil
Searvice System, ‘each having qudification requirements unique to that class. Since
qudificationreguirementsare used in the employee selection processit would be prudent
to alocate appropriate resources to careful validation methodology and documentation.
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PERFORMANCE INDICATOR MATRIX

GOAL |
OBJECTIVE |.2

OBJECTIVEI.2: By June 30, 2013, improveefficiency of service tolocal civil service boards
by providing timely recommendations to civil service boards on needed
class plan changes following all job analyses within ninety (90) days of
receipt of job analysis information, and by providing updated class
descriptions on changes adopted by boards within ten (10) days of
receiving minutes of mesting.

Kind of Indicator Performance Indicator

Input Basdine average number of workdays between

Indicator No. I.2.a the date of receipt of job analyses data and the
date a recommendation to revise the classplan is
sent to the board.

Input Basdine average number of days between receipt

Indicator No. I.2.b of minutes of board meeting wherein the adoption
of classplanrevisions is recorded and the date on
which find adopted version is forwarded to the
civil service board.

Input Basdine number of class descriptions identified

Indicator No. |.2.c requiring revison following receipt of recent job
andyss informetion.

Output Number of new job analyses conductedto provide

Indicator No. I.2.d documentary support for class descriptions.

Output Number of class description recommendations

Indicator No. |.2.e made to loca civil service boards.

Outcome Average number of workdays between date of

Indicator No. |.2.f recept of job andyss data and date of
recommendation on class plan change to civil
service board.

Outcome Average number of workdays between receipt of

Indicator No. I.2.g minutes of board meeting” identifying changes
adopted to class plan and dete on which find
adopted verson is forwarded to civil service
board.

Effidency Percent reduction in response time between

Indicator No. I.2.h receipt of IJob andyss data and recommendation
for class plan revison.




Efficency ) Percent reduction in response time between
Indicator No. |.2.i receipt of minutes and forwarding final adopted
version of class plan document.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. |.2.a

1.

10.

11.

Indicator name:

Basdline average number of workdays between the date of receipt of job
?nﬁllysgs dzéta and the date arecommendation to revise the class plan is sent
o the board.

Indicator type:

[nput
Rationde

Our objective isto improve our responsivenessto the need of locdl civil service boardsto
keep their classplans current. Thisindicator serves as abasdline from which work will be
measured and is a reasonable indicator.

Data collection procedure/source:
Average number of workdays taken from previousfisca year performance.

Frequency and timing of

(@) collection:
Once, at outset of fiscal year.

(b) reporting: |
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:
Number of workdays between the date of receipt of job andyses data and the date
recommendations are sent to the board istalied for al suchrecommendetions and divided
by the number of job recommendations made.

Definitions of any unclear terms.
Not applicable.

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responshility of the Personnd
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

Provides a basdline from which progress will be monitored.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE |.2

INDICATOR NO. 1.2.b

1.

10.

11.

Indicator name:

Baseline aver age number of da?/s betweenreceipt of minutesof board meetin
wherein the adoption of class plan revisionsis recor dedand the date on whi
final adopted version isforwarded to the civil service board.

Indicator type:
[ nput
Raionde:

Our objective isto improve our responsivenessto the need of local civil service boards to

keep their classplans current. Thisindicator serves as abasdline from which work will be
messured and is areasonable indicator.

Data collection procedure/source:
Average number of workdays taken from previousfisca year performance.
Frequency and timing of

(a) collection: .
Once, at outset of fiscal year.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:
Number of workdays between the date of receipt of minutes of civil service boards
wherein revisons are recorded and the date the find versions are forwarded to the avil
service board istalied for al such revisons, and then divided by the total number of find
revisons.
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gahering of this performance indicator will be the responshility of the Personnd
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?
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Provides a basdline from which progress will be monitored.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. 1.2.c

1.

10.

11.

Indicator name:

Baseline number of classdescriptions identifiedasrequiring revisionfollowing
receipt of recent job analysisinformation.

Indicator type:
[ nput
Rationde:
o Ty AT T Aot Svel S T oM whveh weowal 58
measured and is a reasonable indicator.
Data collection procedure/source:
The number of such class descriptionsis obtained from prior fisca year performance.
Frequency and timing of

(a collection: _
Once, at outset of fiscal year.

(b) reporting: |
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:

Such class descriptions will be counted.
Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and qudity:

Gethering of this ormance indicator will be the responsbility of the Personne
Management and Classification Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Provides a basdline from which progress will be monitored.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. |.2d

1.

10.

11.

Indicator name:

Number of new job analyses conducted to provide documentary support for
classdescriptions.

Indicator type:
Output

Retionde:
Our objective is to improve the vdidity of classfication plans for each jurisdiction by
enauring that each class description reflects current duties and respongibilities, and is
supported by vdidity documentation. Therefore, the actual number of new job analyses
conducted to provide vaidity documentation is a reasonable indicator.

Data collection procedure/source:

The number of new job analyses conducted will be updated as each job analys's project
is completed.

Frequency and timing of

(&) collection: . . . _
Collection of the datawill occur a the completion of each job analysis project.

(b) reporting: |
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:
Each job analysis performed will be counted.
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gahering of this performance indicator will be the respongbility of the Personnel
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison meking and other agency
processes?

The agency has a respongbility to assure that locd dvil service boards maintain
classfication plans that accurately reflect duties and responsibilities of positions in the
classfied service. If this output indicator demonsirates low performance, we are not
effectively managing this function and will need to evauate our work methods toward
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improvemen.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. |.2.e

1.

10.

11.

Indicator name:

lk;lum(lj)er of class description recommendations made to local civil service
oards.

Indicator type:

Output
Rationde:

Thisisan obviousindicator of work product.
Data collection procedure/source:

A count of class descriptions recommended to local boardswill be collected fromthe job
analysis database.

Frequency and timing of
(a) collection:

The count of class descriptions recommended to loca boards will be updated as
recommendations are forwarded.

(b) reporting: |
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:

Totaswill be calculated on an on-going basis.
Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gethering of this ormance indicator will be the responsbility of the Personne
Management and Classification Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The agency mug provide recommendations for updated class descriptions to locd avil
service boards upon determining changes in assgnments of duties and respongbilities. A
low performance inthis indicator will demonstrate that we are not being responsive, which
may require adjustments in work assgnments and/or cross training of other personnd in
updating class descriptions.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. |.2.f

1.

10.

11.

Indicator name:

Aver age number of workdays betweendate of receipt of job analysis data and
date of recommendation on class plan changeto civil service board.

Indicator type:

Outcome
Reationde:

Thisindicator will demonstrate animprovement or reductioninour responsivenessto local
juridictions in assisting them in maintaining current dass plans.

Data collection procedure/source:

As soon as job andyss data is received by the office, the date will be recorded in the
database tracking system. The date onwhichthe proposed class plan change will dso be
recorded.

Frequency and timing of

(a) collection:
Collection of thisinformation will be on-going

(b) reporting:
DataW|II be reported quarterly, or as required by OPB.

Cd culation methodology:
For each job andlyss, the number of days from receipt of the job andyds information
COTOF():ldagj ciug\ll ?éggg;s()j f/f/)i i[lh(ke)gg;a (;tlrj}ea rg:ommen led class description is forward to
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responshility of the Personnd
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

If there isalengthy period of time between receipt of job andyds data and the date the

cI ass descriptionis proposed, areeva uation of the processesinthis area of operations will
be necessary in order to improve efficiency.

53



PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. 1.2.9

1.

10.

11.

Indicator name;

Averafge number of workdays between receipt of minutes of board meef[in?
identifying changes adopted to class plan and date on which completed final
adopted version is forwarded to civil service board.

Indicator type:

Outcome

Rationae:

Various entities maintain arecord of their locd civil serviceboard' scdassficationplan. In
order to preserve the continuity of these records, the Office of State Examiner maintains
the officid copy of each classdescriptionand forwards .acog}/ to eachentity following the
board' s natification of the changesin the class description. The amount of time between
the receipt of the board' s natification in its minutes and the day completed revisons are
returned to the board is an indicator of outcome and efficiency.

Data collection procedure/source:

The date on which the minutes of board meeting are received which indicate changes
adopted by the board and the datethe compl eted revisons are forwarded to the board will
be entered in the database tracking system.

Frequency and timing of
(8 collection: _ _
Collection of the data will be on-going.
(b) reporting: )
Data will be reported quarterly, or as required by OPB.
Calculation methodology:

The number of days between receipt of board minutes and the date the completed class
description is forwarded to the board will be calculated.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Personnel
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be significant limitations for this indicator.

How is this performance indicator used in management decision making and other agency processes?
If the time between receipt of board minutes and the date the completed class description

is forwarded is unusudly long, a reevaluation of the processes in this area of operations will
be necessary in order to improve efficiency.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. |.2.h

1.

10.

11.

Indicator name:

Percent reduction in response time between receipt of job analysisdata and
recommendation for classplan revision.

Indicator type:

Effidency
Rationde:

Thisisan obviousindicator of work product.
Data collection procedure/source:

The percent reduction in response time between receipt of job andyss data and
recommendation for class plan revison will be maintained in the job anays's database
tracking system.

Frequency and timing of

(a) collection: _ _
Coallection of datawill be on-going.
(b) reporting: _
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:
Average number of workdays between receipt of job analys's data and recommendation
flgrqedd?? e?leﬁ]cé?/\v/:ﬁl%re] %ali \%Igjeg})‘?rr] é%ii?\ge\n period will be subtracted from the basdine.
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gahering of this performance indicator will be the respongbility of the Personnel
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison meking and other agency
processes?

A low percentage for this indicator will demonstrate that we are not improving in our

responsveness to local civil service boards to mantain current class plans and indicates
aneed to be more efficient.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVE 1.2

INDICATOR NO. |.2.i

1.

10.

11.

Indicator name:

Per cent reductionin r esponse time betweenr eceipt of minutesand forwar ding
final adopted version of class plan document.

Indicator type:
Efficency
Retionde:

Thisindicator will demonstrate animprovement or reductioninour responsivenessto local
juridictions in assisting them in maintaining current dass plans.

Data collection procedure/source:

The percent reduction in response time betweenrecel pt of minutesand forwarding of find
adopted version of class plan document will be maintained in the job andlyss database
tracking system.

Frequency and timing of

(@) collection:
Coallection of thisinformetion will be on-going.

(b) reporting: |
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:
The number of days from the date of receipt of board minutes reflecting the adoption of
D bt et o the bt Tho difa b wi b dviced by e besne
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responshility of the Personnd
Management and Classification Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

A low percentage for this indicator will demonstrate that we are not improving in our

responsiveness to locd civil service boards to maintain current class plans and indicates
aneed to be more efficient.
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PERFORMANCE INDICATOR MATRIX

GOAL 11
OBJECTIVEII.1

OBJECTIVE I1.1: By June 30, 2013,
Office of State Examiner so that candidates identified as eligible will have the knowledge and skills
necessary to be placed in working test period, and so that examinations administered will be legally

improve the validity of examinations developed by the

defensible.
Kind of Indicator Performance I ndicator

Input Basdine number of standard, multi-jurisdictional

Indicator No. 1l.1.a promotional examinations.

Input Basdine number of non-standard, promotional

Indicator No. 11.1.b examinations.

Input Basdine number of new statewide, multi-

Indicator No. I1.1.c jurisdictional entrance fire prevention and fire
Investigation examinations.

[nput Baseline number of existing statewide multi-

Indicator No. 11.1.d jurisdictional entrance examinations.

Output Number of new standard, multi-jurisdictional

Indicator No. Il.1.e promotional  examinations developed having
documentary support for score ranking.

Output Number of new non-standard, promotional exams

Indicator No. I1.1.f developed which measure knowledge of local
operating procedures.

Output Number of new standard, multi-jurisdictional

Indicator No. Il.1.9 entrance fire prevention and fire investigation
examinations developed and validated.

Output Number of existing standard, multi-jurisdictional

Indicator No. Il.1.h entrance examinations updated.

Outcome Percent of standard, multi-jurisdictional promotional

Indicator No. Il.1.i examinations for which documentary support for
score ranking has been established.

Outcome _ Percent of non-standard, promotional exams which

Indicator No. Il.1.j measure know ledge of local operating procedures.

Outcome Percent of existing statewide multi-jurisdictional

Indicator No. 11.1.k entrance exams updated.

Outcome Number of challenges to where a civil service

Indicator No. Il.1.1 board, court, or other regulatory entity such as the

Department of Justice or the E%ual Employment
Opportunity Commission has found that an
examination, developed and administered by the
OSE was not aﬂpropriate. (The standard to which
we aspire is to have 0 decisions finding fault with
our examinations.)
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. Il.1.a

1.

10.

11.

Indicator name:

Basdline number of ssandard, multi-jurisdictional promotional examinations.

Indicator type:

[nput
Retionde

Thisis an obvious indicator againgt which progress is to be measured.
Data collection procedure/source:

Tota number of standard, multi-jurisdictiona promotiona examinations.
Frequency and timing of

() collection: . .

) repor%ﬂ(g:]e t-o establish basdline. |

Datawill be reported quarterly, or asrequired by OPB.

Cdculation methodology:

Totad number of standard, multi-jurisdictiona promotiona examinations are counted.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Gathering of this performance indicator will be the responghility of the Test Devel opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Work progress is monitored from the basdine.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. 11.1b

1.

10.

11.

Indicator name:

Basdline number of non-standard, promotional examinations.

Indicator type:
[nput
Retionde
Thisis an obvious indicator againgt which progress is to be measured.
Data collection procedure/source:
Totad number of non-standard, promotional examinations.
Frequency and timing of
() collection: . .
Once, to establish basdline.
(b) reporting: :
Datawill be reported quarterly, or asrequired by OPB.

Cdculation methodology:

Tota number of non-standard, promotiona tests are counted.

Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responghbility of the Test Deve opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Work progressis monitored from the basdline.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. Il.1.c

1.

10.

11.

Indicator name:

Baseline number of new statewide, multi-jurisdictional entrance fire
prevention and fireinvestigation examinations.

Indicator type:

[nput
Rationae:

Thisis an obviousindicator againgt which progress is to be measured.
Data collection procedure/source:

Tota number of statewide, multi-jurisdictiona entrance fire preventionand fireinvestigation
examindions.

Frequency and timing of

(a) collection: _ _
Once, to establish basdline.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

Tota number of statewide, mullti-jurisdictional entrancefire preventionand fireinvestigation
examinations are counted.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Geathering of this performance indicator will be the respongbility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Work progress is monitored from the basdline.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. I1.1.d

1.

10.

11.

Indicator name:

Basdline number of existing statewide, multi-jurisdictional entrance
examinations.

Indicator type:

Output
Rationae:

Thisis an obviousindicator againgt which progress is to be measured.
Data collection procedure/source:

Tota number of statewide, multi-jurisdictiona entrance examinations.
Frequency and timing of

collection:
@ See above

(b) reporting:
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Statewide, multi-jurisdictiona entrance examswill be counted.
Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responghbility of the Test Deve opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Progress is monitored from the basdline.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. I1.1.e

1.

10.

11.

Indicator name:

Number of new standard, multi-jurisdictional promotional tests which have
been developed having documentary support for scoreranking.

Indicator type:

Output
Retionde

Thisindicator represents work product and is a reasonable indicator.
Data collection procedure/source:

The total number will be calculated as new tests are devel oped which have documentary
support for score ranking.

Frequency and timing of

collection:
@ See above

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

New tests having documentary support for score ranking will be counted as they are
developed.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Geathering of this performance indicator will be the respongbility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Progress toward accomplishing this task will be monitored and adjustments in work
assgnments may be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. I1.1.f

1.

10.

11.

Indicator name:

Number of new non-standard, promotional tests developed which measure
knowledge of local operating procedures.

Indicator type:

Output
Retionde

Thisindicator represents work product and is a reasonable indicator.
Data collection procedure/source:

Thetotal number will be calculated as new tests are devel oped which measure knowledge
of local operating procedures.

Frequency and timing of

collection:
@ See above

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

New tests which measure knowledge of local operating procedureswill be counted asthey
are devel oped.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Geathering of this performance indicator will be the respongbility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Progress toward accomplishing this task will be monitored and adjustments in work
assgnments may be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. 11.1.9

1.

10.

11.

Indicator name:

Number of newstandar d, multi-jurisdictional entrancefire prevention and fire
investigation examinations developed and validated.

Indicator type:

Output
Retionde

Thisindicator represents work product and is a reasonable indicator.
Data collection procedure/source:

The total number will be caculated as new standard, multi-jurisdictiond entrance fire
prevention and fire investigation exams are devel oped.

Frequency and timing of

collection:
@ See above

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

New standard, multi-jurisdictional entrance fire prevention and fire investigation
examinations will be counted as they are developed.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Geathering of this performance indicator will be the respongbility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Progress toward accomplishing this task will be monitored and adjustments in work
assgnments may be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. II.1.h

1.

10.

11.

Indicator name:

Number of existing standard, multi-jurisdictional entrance examinations
updated

Indicator type:

Output
Retionde

Thisindicator represents work product and is a reasonable indicator.
Data collection procedure/source:

The total number will be calculated as new standard, multi-jurisdictiond entrance exams are
revised and updated.

Frequency and timing of

collection:
@ See above

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

New standard, multi-jurisdictiond entranceexaminations will be counted asthey arerevised
and vaidated.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Geathering of this performance indicator will be the respongbility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Progress toward accomplishing this task will be monitored and adjustments in work
assgnments may be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. I1.1i

1.

10.

11.

Indicator name:

Per cent of standard, multi-jurisdictional promotional examinations for which
documentary support for scoreranking has been established.

Indicator type:
Outcome

Rationde

The percentage of promotiona examsfor whichdocumentary support for score ranking has
been egtablisned is a measure of work accomplished.

Data collection procedure/source:

Data will be updated as new promotionad exams are developed for which documentary
support for score ranking has established.

Frequency and timing of

(&) collection:
Datawill be collected as new promotiona tests are devel oped.

(b) reporting: .
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Number of standard multi-jurisdictiona promotiona examsfor whichdocumentary support
for score ranking has been established is divided by the baseline number for these tedts.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

A lowvduefor thisindicator may indicate insufficient levels of work in thisarea. Progress

toward accomplishing this task will be monitored and adjustmentsinwork assgnmentsmay
be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. 1.1}

1.

10.

11.

Indicator name:

Percent of non-standard, promotional exams which measure knowledge of
local operating procedures.

Indicator type:
Outcome
Rationde

The percentage of the non-standard promotiona exams whichmeasure knowledge of local
operating procedures is ameasure of work accomplished.

Data collection procedure/source:

Datawill be updated as new promotiond exams are devel oped which measure knowledge
of local operating procedures.

Frequency and timing of

(&) collection:
Datawill be collected as new promotiona tests are devel oped.

(b) reporting: .
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:
Difference between number of promotiona exams which measure knowledge of local
operating procedures and the basdine number for such tests is divided by the basdline
number.

Definitions of any unclear terms:
Not applicable.

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.

Who isresponsble for data collection and quality:

Gathering of this performance indicator will be the responghility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

A low vduefor this indicator may indicate a lack of response from locd jurisdictions to

provide local operéti n%_procedu_res or insufficient levels of work in this area. Progress
toward acoompﬁgungt IS task will be monitored and adjustmentsinwork assgnmentsmay
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be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. I1.1.k

1.

10.

11.

Indicator name:

Pe(rjcegéI of exigting statewide multi-jurisdictional entrance examinations
updated.

Indicator type:
Outcome

Rationde

The percentage of the number of exising statewide multi-jurisdictional entrance
examinations updated is a measure of work accomplished.

Data collection procedure/source:
Datawill be updated as exams are revised and updated..
Frequency and timing of

(a) collection: _ _
Datawill be collected asitems are added to the item bank.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

Number of revised entrance multi-jurisdictiona entrance examinations is divided by the
basdline number.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Geathering of this performance indicator will be the respongbility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

A low vauefor thisindicator may indicate insuffident levels of work inthisarea. Progress

toward accomplishing this task will be monitored and adjustmentsinwork assgnments may
be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE IIl.1

INDICATOR NO. 11.11

1

10.

11.

Indicator name:

Number of challenges to where a civil service board, court, or other regulatory
entity such as the Department of Justice or the Equal Employment Opportunity
Commission has found that an examination, developed and administered by the
OSE was not appropriate. (The standard to which we aspire is to have 0
decisions finding tfault with our examinations.)

Indicator type:
Efficiency

Rationale:
If examinations are valid and are developed according to applicable professional standards,
we should have no decisions finding fault with our examinations. Efficiency, therefore, is
measured by the absence of such decisions, and our goal is to have no adverse decisions.

Data collection procedure/source:

At any time a chdlenge is made to an examination, a file is initiated in our office. A
database will be established to monitor any examinations being chalenged and the outcome.

Frequency and timing of

(@) collection: . o .
Datawill be entered into the database as examinations are chdlenged. Astheissue

) Ereﬂ)lved, any adverse decisons by the chdlenging body will be entered.
r ing:

epoDaI('?';lwiII be reported quarterly, or as required by OPB.
Calculation methodology:

Any adverse decisons concerning the vaidity or appropriatenessof theseexaminations shdll
be reported.

Definitions of any unclear terms:
Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsbility of the Test Devel opment
Manager.

Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency processes?

When there isaprevailing legd dimeate that expands the normal amount of challenges to
examinations, or when some part of our validation and examination development process
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comes under close scrutiny by one of the regulatory bodies, it might be prudent to alocate
additiona resources to the careful methodology utilized in the examination devel opment
Process.

PERFORMANCE INDICATOR MATRIX

GOAL Il
OBJECTIVEI1.2

OBJECTIVE 11.2: By June 30, 2013, to provide examination scoresto local civil service boards
within 80 days from receipt of exam request despite an anticipated 50% increasein number of
jurisdictionsto which the system is applicable.

Kind of Indicator Performance I ndicator

nput Number of examination requests.
Indicator No. I1.2.a

Input Basdine average number of workdays fromdateof
Indicator No. I1.2.b examination request to date scores are mailed.
Outcome Number of workdays from date of examination
Indicator No. I1.2.c request to date scores are mailed.

Effidency: Percent reduction in the average number of
Indicator No. I1.2d workdays fromdate of examinationrequest to date

scores are mailed.

74




PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.2

INDICATOR NO. I1.2.a

1

10.

11.

Indicator name:

Number of examination requests.

Indicator type:
Input
Rationae:

If our objective is to maintain our current turnaround despite a significant increase in our
customer base, our ability to respond to this challenge is directly influenced by the number
of examrequestswhicharereceived in this office. The receipt of the exam request iswhat
initiates the flow of work related to examinations through the office.

Data collection procedure/source:

Examrequests are received fromthe loca dvil service boards ether by telephone, by letter,
or asindicated inthe minutesof the board. As soon astherequest isreceived in this office,
aworkload tracking record isinitiated. Each test requested for each jurisdiction is counted
as a separate exam request.

Frequency and timing of
(&) collection:

Datais entered dally into the workl oad tracking systemas the examinationrequests
arereceived from the locd civil service boards. Overdl taliesare computed prior

to reporting periods.
(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Calculation methodology:

Each test requested for each jurisdiction is counted as a separate exam request. Our
workload tracking database for exam requests is organized by jurisdiction and date. A

separae fidd indicates the number of exam requestsior that date, so that the total may be
computed from the index page.
Definitions of any unclear terms:
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

aahering of this performance indicator will be the respongbility of the Test Development
anager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?
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Management carefully eva uates the volume of examination requests being recelved at
giventime in order to assure that agency remains responsive to the needs of the loca
Juridictions. A high demand for examinations has a direct impact upon the exam
development process requiring the alocation of additional resources.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.2

INDICATOR NO. 11.2b

1.

10.

11.

Indicator name:

Baseline average number of workdays from date of examination request to
date scores are mailed.

Indicator type:
[nput

Retionde
Our ol;jqective iS to provide examination scores to loca civil service boards within an
established time frame despite a sgnificant increase in the number of jurisdictions. Thisis
an obvious indicator againgt which progressis to be measured.

Data collection procedure/source:

Aver%e number of workdays fromdate of examination request to date scores are mailed
as of the end of previousfiscd year.

Frequency and timing of

() collection: . .
Once, to establish basdine.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.
Cdculation methodology:

For eachtest, the number of days from receipt of examination request to mailing of grades
to locd civil service boardswill be calculated.

Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

ﬁ;ﬂaheri ng of this performance indicator will be the responghility of the Test Development
anager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

If we fal to maintain the time required for this process, the management team needs to
reeva uate each step in the process, and determine how we might improve our efficiency.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.2

INDICATOR NO. Il1.2.c

1.

10.

11.

Indicator name:

Nu_rpek[)jer of workdays from date of examination request to date scoresare
mailed.

Indicator type:
Outcome
Rationde

Our objective isto continue providing examinetionscoresto local avil service boards within
an established time frame despite aSgnificant increase inthe number of jurisdictions, so this
IS an obvious outcome indicator.

Data collection procedure/source:
Examrequestsarereceived fromthe loca avil service boards ether by telephone, by letter,
or asindicated inthe minutesof the board. As soon asthe request isreceived inthis office,
aworkload tracking recordisinitiated. An entry is dso madeto indicatethe date onwhich
the grades were mailed.

Frequency and timing of

(a) collection: ' . . .
Datawill be entered at the time the grades are mailed. Overal computations will
be made at the time the datais reported.

(b) reporting: _

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

For eachtest, the number of days from receipt of examination request to mailing of grades
to loca civil service boards will be caculated.

Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

If we fal to mantain the time required for this process, the management team needs to
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reeva uate each step in the process, and determine how we might improve our efficiency.

PERFORMANCE INDICATOR
DOCUMENTATION

GOAL 11
OBJECTIVE II.2

INDICATOR NO. 11.2d

1

10.

11.

Indicator name:

Percent reduction in the average number of workdays from date of
examination request to date scores are mailed.

Indicator type:
Efficiency
Rationde:

Thisindicator will demonstrate animprovement or reduction in our responsivenessto loca
jurisdictions.

Data collection procedure/source:

The number of workdays from date of examination request to date scores are mailed will
monitored in the test tracking sysiem. The percent reduction will be calculated from
recorded data.

Frequency and timing of

(& collection:
Coallection of datawill be on-going.
(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cdculation methodology:
Theaverage number of workdays betweenthe date of request for examand the datescores
are mailed to the loca dvil service board is subtracted from the basdine average. The
difference will be divided by the basdine.
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the responsihbility of the Test Devel opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

79



If we fal to improve our response time for this process, the management team needs to
reevauate how%‘ficiency rﬁght be improved. P

PERFORMANCE INDICATOR MATRIX

GOAL 11
OBJECTIVEII.3

OBJECTIVE 11.3:

Improve quality of examinations and efficiency of exam preparation b

conducting a comprehensive reviewand update of all test questionsin OSE database from whic
testsare drawn by June 30, 2013.

Kind of Indicator Performance Indicator
Input Basdline number of test questionsin item bank.
Indicator No. I1.3.a
Output Number of test items reviewed and removed from
Indicator No. I1.3.b item bank.
Output Number of test items updated or revised.
Indicator No. 11.3.c
Output Number of test items researched and sourced to
Indicator No. 11.3.d new reference edition.
Output Number of new test items written to satidy
Indicator No. I1.3.e requirements of examination plans.
Outcome Number of test questions which must be removed
Indicator No. I1.3.f during the grading process due to problems with

item congtruction or source.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.3

INDICATOR NO. 11.3.a

1.

10.

11.

Indicator name:

Basdline number of test questionsin item bank.

Indicator type:

[nput
Rationde:

The number of test questions inthe itembank represents a measure of the magnitude of the
project, and provides a basdline from which output is measured.

Data collection procedure/source:
The total number of test questionsin the item bank from the previousfiscd year.
Frequency and timing of

(a) collection: . .
Once, to establish basdline.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Each item in the item bank is counted.
Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responghbility of the Test Deve opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of test questions inthe itembank demonstrates the magnitude of the chalenge
to mantain viable test materias and the need to assure that test questions comply with
technical standards for item congtruction. Deve oping examinations fromanitembank that
includes outdated, unsourced or poorly performing items reduces efficiency in exam
development, and affects the qudity of the examinations.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.3

INDICATOR NO. 11.3b

1.

10.

11.

Indicator name:

Number of test itemsreviewed and removed from item bank.

Indicator type:

Output
Rationde:

Thisisan obvious indicator of work product associated with the objective,
Data collection procedure/source:

Datawill be collected astest questions in the item bank are reviewed and removed.
Frequency and timing of

(a) collection: _ _
Datawill be updated as often as items are reviewed and removed.

®) repor[t)ig%wi” be reported quarterly, or as required by OPB.
Cdculation methodology:

A running total of deleted items will be maintained.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Gathering of this performance indicator will be the responghility of the Test Devel opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

A low vaue for this performance indicator may indicate that saff may be neglecting this
functionor may need additiona training with emphasis on the principles of item writing, or
that other projects may be taking precedence. In ether case, management must take the
necessary steps to assure that this work is accomplished.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.3

INDICATOR NO. I1.3.c

1.

10.

11.

Indicator name:

Number of test itemsupdated or revised.

Indicator type:

Output
Rationde:

Thisisan obvious indicator of work product associated with the objective,
Data collection procedure/source:

Datawill be collected as test questions in the item bank are updated or revised.
Frequency and timing of

(a) collection: . _
Datawill be updated as often asitems are updated or revised.

®) repor[t)ig%wi” be reported quarterly, or as required by OPB.
Cdculation methodology:

A running tota of updated or revised items will be maintained.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Gathering of this performance indicator will be the responghility of the Test Devel opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

A low vaue for this performance indicator may indicate that saff may be neglecting this
functionor may need additiona training with emphasis on the principles of item writing, or
that other projects may be taking precedence. In ether case, management must take the
necessary steps to assure that this work is accomplished.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.3

INDICATOR NO. 11.3d

1.

10.

11.

Indicator name:

Number of test items resear ched and sour ced to new reference edition.

Indicator type:

Output
Rationde:

Questions devel oped for use on muitiple choicetests are sourced to text whi charecurren_tgl]
in print and which are generdly recognized as authoritative in the subject matter for whi
the items areintended to messure knowledge, skills or ahilities. Thoseitems whichcannot
be sourced to recognized text are deleted from the item bank.

Data collection procedure/source:

Datawill be collected as test questions in the item bank are successfully sourced.

Frequency and timing of

(&) collection:
Datawill be updated as often as items are successfully sourced.

(b) reporting: .
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

A running total of successfully sourced items will be maintained.
Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Geathering of this performance indicator will be the respongbility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

A low vauefor this performance indicator may indicete that saff may be neglecting this

function, or that other projects may be taking precedence. Ineither case, management must
take the necessary steps to assure that this work is accomplished.



PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.3

INDICATOR NO. 11.3.e

1.

10.

11.

Indicator name:

Nlumber of new test items written to satisfy requirements of examination
plans.

Indicator type:

Output
Rationde

New test questions must be developed in order to maintain a sufficient quantity of different
items with which to measure job knowledge. This enables test developers to construct
dternateforms and reduces familiarity with test materias which may be obtained from the
frequent use of test items.

Data collection procedure/source:
Datawill be collected as new test questions are added to the item bank.
Frequency and timing of

(@) collection: _ _
Datawill be updated as often as new items are added to the item bank.

(b) reporting: .
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

A running total will be kept of new items added to the item bank.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Test Development
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The maority of examinations developed b&/ the agency are customized for individual
jurisdictions, and frequently necessitate the development of new test items. Research and
development of new test itemsis atime consuming endeavor which requires a sgnificant
dedication of personnd resources, including upper management personne for the review
and approval process.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I
OBJECTIVE 1.3

INDICATOR NO. 11.3.f

1.

10.

11.

Indicator name:

Number of test questions which must be removedduring the grading process
dueto problemswith item construction or source.

Indicator type:
Outcome and Efficiency
Rationde:

Although every effort is made prior to the adminisiration of an examination to avoid the
incluson of unacceptable test items, some do escape the review and proofing process.
Items which have been found to be faulty during the grading process must be immediately
revised ())r removed from the item bank. (Such items are not included in the scoring
process.

Data collection procedure/source:
Datawill be collected as the test questions are revised or removed from the item bank.
Frequency and timing of

(a) collection: . . .
Datawill be updated as often as items are revised or added to the item bank.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.
Cdculation methodology:
A running total will be kept of itemsthat are revised or removed from the item bank.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Gathering of this performance indicator will be the responghility of the Test Development
Manager.

Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Items which are found to be faulty during the grading process must be immediately revised
or removed from the item bank. The management team must be congantly vigilant in
evauaingthetest devel opment and itemdevel opment processes and dedicating appropriate
additiond resources to these processes in order to assure that examinations are of the
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highest qudity.
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PERFORMANCE INDICATOR MATRIX

GOAL 111
OBJECTIVEIII.1

OBJECTIVEII11.1: Toprovide initial orientation by June 30, 2013, to local gover ning authorities
in 27 newjurisdictions to whichthe system applies concerning the requirements of Municipal Fire
and Palice Civil Service Law, and assisting such entitiesin establishing civil service boards.

Kind of Indicator Performance Indicator

[ nput Number of jurisdictions for which boards have

Indicator No. I1l.1.a been swornin.

[ nput Number of potentid jurisdictions identified as

Indicator No. I11.1.b mesting the criteria for ‘establishing a civil service
System.

Output Number of potential jurisdictions for which initia

Indicator No. I11.1.c orientation has been completed.

Outcome Percenta?e of jurisdictions identified as meeting

Indicator No. 111.1.d applicability requirementsforincdlusoninsystemfor
which initid orientation has been complefed.

Outcome Number of new jurisdictions for whichboards have

Indicator No. I1l.1.e been swornin.

Outcome Percent increase in number of jurisdictions for

Indicator No. I11.1.f which boards have been sworn in.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I11
OBJECTIVE I11.1

INDICATOR NO. Ill.1a

1.

10.

11.

Indicator name:

Number of jurisdictionsfor which boards have been sworn in.

Indicator type:
[nput
Retionde

This input indicator establishes a basdline from which work will be measured and is a
reasonable indicator.

Data collection procedure/source:
Tota number of jurisdictions from the previous fisca yeer.
Frequency and timing of

(a) collection: _ _
Data to be collected at the end of each reporting period.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Thetota of sworn jurisdictions will be maintained on an ongoing basis.
Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responghbility of the Test Deve opment
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Thisisabasdine indicator against which work will be measured.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL I11
OBJECTIVE I11.1

INDICATOR NO. I11.1.b

1

10.

11.

Indicator name:

Number of potential jurisdictionsidentifiedas meeting the criteriafor establishing
acivil service system.

Indicator type:
I nput
Rationale:

The Office of State Examiner is required to assist and cooperate in an advisory capacity the
various authorities and individuas of the municipalities, parishes and fire protection districts
regarding the duties and obligations imposed upon them by civil service law. In order to
appropriately fulfill this obligation, we must first identify al jurisdictions which potentialy meet
the criteria for compliance, perform any necessary research, and establish contact with
appropriate authorities, all of which is very labor intensive.

Data collection procedure/source:
The number of potential jurisdictions obtained from a variety of sources including other state
departments or agencies, direct contact from local officials and employees, news articles, and
website information will be maintained in a database tracking system.

Frequency and timing of

(a) collection:
A database tracking system will be maintained of dl jurisdictions which_potential
meet the criteria for eStablishing a civil service system. As new civil service boards
are sworn in, these jurisdictions will be removed from this database.

(b) reporting: ]
Data will be reported quarterly, or as required by OPB.

Calculation methodology:
Thetota of potentia jurisdictions will be maintained on an ongoing basis.
Definitions of any unclear terms

A potentid jurisdiction is a municipality, parish or fire protection district which is not currently
under the Municipal Fire and Police Civil Service System, but which meets the population
requirements and/or employs full-time paid personnel.

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Es/lathering of this performance indicator will be the responsibility of the Test Development
anager.

Limitations of the indicator:
There do not appear to be significant limitations for this indicator.
How is this performance indicator used in management decision making and other agency processes?

The number of potential jurisdictions identified as meeting the criteria for establishing a civil service
system represents present work as well as the immediate future growth of the classified service.
Work involved in researching and identifying potential jurisdictions is labor intensive and reqruires
specific dedication of time and energy of the agency’s administration and the resources of the
Personnel Management division. As jurisdictions are added, the workload will shift and to the
Classification and Test Development divisions.. The management team must plan for the unavoidable
increase in workload throughout its operations in order to maintain productivity, including the addition
of positions to the table of organization.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.1

INDICATOR NO. I11.1.c

1.

10.

11.

Indicator name:

Number of potential jurisdictions for which initial orientation has been
completed.

Indicator type:
Output
Retionde

TQth output indicator is an obvious messure of accomplishment toward satisfying this
objective.

Data collection procedure/source:

This total will be maintained in a database tracking system for potentia jurisdictions and
updated as officids are contacted and provided initid orientation.

Frequency and timing of
(&) collection: . o . o
Data for this performance indicator will be updated as initid orientations are
provided.
(b) reporting: :
Datawill be reported quarterly, or asrequired by OPB.
Cdculation methodology:
All initid orientations provided potentia jurisdictions will be recorded and counted.
Definitions of any unclear terms:
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responshbility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Egablishing contact with potentia jurisdictions and e,oroviding initid orientation to local
officids requires a ggnificant dlocation of time, travel, and personne resources.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.1

INDICATOR NO. I11.1.d

1.

10.

11.

Indicator name:

Per centage of jurisdictions identified as meeting applicability requirements
for incluson in system for which initial orientation has been completed.

Indicator type:
Outcome
Rationde

The percentage of jurisdictions for whominitia orientation has been compl eted isameasure
of work accomplished.

Data collection procedure/source:

Data will be maintained as orientations are completed and percentages calculated for
reporting periods.

Frequency and timing of

(a) collection: S
Datawill be collected as orientations are completed.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:
Number of jurisdictions identified as meeting gpplicability requirements for incluson in
system for whom initid orientation has been completed divided by the total of al such
identified jurisdictions.
Definitions of any unclear terms.
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Gathering of this performance indicator will be the responsbility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Thisindicator is useful in planning any necessary follow-up support for potential and newly
edtablished civil service systems.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.1

INDICATOR NO. I1l.1.e

1.

10.

11.

Indicator name:

Number of new jurisdictionsfor which boards have been sworn in.

Indicator type:
Outcome
Rationde

Making new jurisdictions operationd is a direct out-growth of administrative support
offered by the Office of State Examiner.

Data collection procedure/source:
Agency records are updated as new jurisdictions are added.
Frequency and timing of
(@ co le%_ia(t)g:wi Il be collected as the jurisdictions are added to the system.
®©) repor[t)lgt%wi” be reported quarterly, or as required by OPB.
Cdculation methodology:
The number of new jurisdictions will be added.
Definitions of any unclear terms
Juridictionrefersto the municipdity, parishor fire protectiondigtricttowhichthe Municipa
8 IR Y, S S D e, ) o e i n
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gatheing of this performance indicator will be the responsbility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

The number of new jurisdictions represents an increase in the size of the system that will

have impact on the budgetary and planning processes, i.e., more jurisdictions represents
more Necessary resources.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL 111
OBJECTIVE 111.1

INDICATOR NO. I11.1.f

1.

10.

11.

Indicator name:

Per cent increase in number of jurisdictions for which boar ds have beensworn
in.

Indicator type:
Outcome
Retionde
Thisindicator is ameasure of accomplishment.
Data collection procedure/source:
Agency records are updated as new jurisdictions are added.
Frequency and timing of

(a) collection: o
Datawill be collected as the jurisdictions are added to the system.

(b) reporting: .
Datawill be reported quarterly, or asrequired by OPB.

Cdculation methodology:

The total number of new jurisdictions divided by the basdline.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gatheing of this perfformance indicator will be the responsbility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The percent increase in the number of jurisdictions represents an increase in service by the

Office of State Examiner which will impact the budgetary and planning processs, i.e,
more jurisdictions represents more necessary resources.
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PERFORMANCE INDICATOR MATRIX

GOAL 111
OBJECTIVE 1.2

OBJECTIVE I11.2: To improve service to jurisdictions through timely support to those involved
in the operation of the system at the local level through telephone support, correspondence,
seminars, individual orientation sessions, and revised training materials with interactive

components, by June 30, 2013.

Kind of Indicator Performance Indicator
Input Number of telephone inquiries received.
Indicator No. Il1.2.a
Input Number of written requests for guidance.
Indicator No. 111.2.b
Input Number of civil service minutes reviewed.
Indicator No. I11.2.c
Output Number of newsletters published per year.
Indicator No. I11.2.d
Outcome Number of individuals trained through seminars or
Indicator No. I11.2.e individua orientation.
Efficiency Percent of telephone inquiries handled within
Indicator'No. I11.2.f twenty-four hours.
Efficiency Percent of written requests for guidance handled
Indicator'No. 111.2.g within seven days.
Quality Percentage of seminar attendees rating training as
Indicator No. I11.2.h informative and helpful.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. I1l.2.a

1.

10.

11.

Indicator name:

Number of telephoneinquiriesreceived.

Indicator type:
[nput
Rationde:

The Officeof State Examiner responds to numerous telephone inqﬂiériesfrom throughout the
State on any gven workday, and it is through this means that the mgority of support is
provided to those involved in the operation of the sysem. The number of telephone
Inquiries recelved is a direct measure of work performed.

Data collection procedure/source:
Personnel who are specificaly designated to provide advice and guidance are assgned
specidly equipped telephone equipment. Data will be collected from a display on each
telephone set, and recorded. Totas from each set will be added weekly.

Frequency and timing of

collection:
@ Daawill be collected as tdlephone inquiries are recelved, and totaled on adally
) Iptasis Agency totds derived from each telephone set will be tabulated weekly.
reporting:

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Telephone inquiries will be added.
Definitions of any unclear terms:

Not gpplicable
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of data for this performance indicator will be the responsibility of the Personndl
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Itishdpful to know the extent to whichwe are providing telephone support to jurisdictions,
and tracking the number of telephone inquiriesis useful for planning purposes. If acertain
individud is receiving an inordinate number of cdls, this may have an affect upon that
person’s productivity, and steps may be taken to spread the cdls equdly among others.
Alsoe,c?qgh or low volume of calls récorded for specific timesof the year may be ussful for
project planning.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. 111.2.b

1.

10.

11.

Indicator name:

Number of written requestsfor guidance.

Indicator type:

[nput
Rationde

The Office of State Examiner responds to many written requests for guidance during any
givenworkweek. Because suchrequests usudly ded with policy or the gpplicationof cvil
service law, only those in upper management are designated to respond. The number and
scgpg fof rEhe&ee requests are suchthat they frequently require asignificant dedicationof time
and effort.

Data collection procedure/source:

The data will be collected and recorded in a database tracking system as requests are
received by mail or by fax.

Frequency and timing of

(a collection: _
Datawill be collected as requests are received.

(b) reporting: .
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

The number of written requests received in our office will be added.
Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Personne
Management Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Agency management responds to written requests only in writing, which often involves
complex subject matter.  Inasmuch as this indicator is representative of actua work,

must consider the impact that written responses have upon productivity in
order to remain respongve through effective planning and prioritization .
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. I11.2.c

1.

10.

11.

Indicator name:

Number of civil service minutesreviewed.

Indicator type:

[nput
Rationde

A primary means of asssting local dvil service boards and appointing authorities in the
operation of the dvil service system at the loca levd is though a diligent review of the
minutes of the avil service board meetings from each jurisdiction. When problems are
noted, contact is made with appropriate local personnel via telephone or letter so that
corrective action might be taken.

Data collection procedure/source:

Each set of minutes received by the Office of State Examiner is logged into a computer
database as soon asit isrecei ved inthe office, dong with the dete of receipt. Review of the
minutes is generaly accomplished within a week of receipt o that we might offer timdy
advice asnecessary. Thetota of minutes received will betalied at the concluson of the

reporting period.
Frequency and timing of

collection:
@ Data will be gathered dally as the minutes of the mesetings are processed. The
overd| tota will be compiled at the time of reporting.

(b) reporting: .
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

See above.
Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the responghility of the Personnd
Management Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

We carefully track the minutes received from each jurisdiction and follow up with local
officids when none have been received over an extended period of time. Reviewing the
minutesof the local civil service boards is an extremely cost effective tool inmonitoring and
providing needed guidance on the operation of the systemat thelocal levd. Theaggregate
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of dl board minutes received and reviewed is indicative, on anindirect levd, of the amount
of adminidrative support necessary inthe locd areas. If we become unableto keep up with
thistask in atimey manner, it will be necessary to reevauate our priorities and alocation
of resources accordingly.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. I11.2d

1.

10.

11.

Indicator name:

Number of newdetters published per year.

Indicator type:
Output

Rationae:
The agency newdetter isameans by whichinformationabout the Municipal Fireand Police
Civil iceisdisseminated and helps to maintain and improve administrative support to

the locd jurisdictions.
Data collection procedure/source:

A taly of dl newdetters published will bemaintained on an annud basis and maintained in
a database tracking system.

Frequency and timing of

collection:
@ See above.

(b) reporting: .
Datawill be reported quarterly, or asrequired by OPB.

Cdculation methodology:

The count of dl newdetters published per year will be maintained.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responshility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The newdetter is published and distributed to avil service board members and board
secretaries, department chiefs, and various local authorities. Its purpose is to provide
information about legal changes impacting the system, advise of new developments in the
Office of State Examiner, and to offer answers to frequently asked questions. If we are
unable to produce the newdetter, this information will not be as effectively disseminated,
and will require the agency to provide this information by other means.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. I11.2.e

1.

10.

11.

Indicator name:

Number of individualstrained through seminarsor individual orientation.

Indicator type:
Outcome
Rationde

Traning seminars provide direct hands-on training for loca officids charged with
adminigering the systemat the locdl level, and is a direct measure of adminidrative support
offered by the Office of State Examiner.

Data collection procedure/source:

Datawill be collected as the seminars and individual orientation are conducted and will be
maintained in an attendance log.

Frequency and timing of

collection:
@ See above.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cd culation methodology:

The total number of individuas attending seminars and individud orientation during the
reporting period will be counted.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the respongbility of the Personne
Management Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of individuas attending seminars and individud orientation will be useful in
planning future training ventures.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. II1.2.f

1.

10.

11.

Indicator name:

Per cent of telephone inquiries handled within twenty-four hours.

Indicator type:
Effidency
Rationde:

The percent of teephone inquiries handled within twenty-four hours is a measure of
responsiveness and is a reasonable indicator.

Data collection procedure/source:
Trzl%datawill be collected from a daily taly of telephone inquiriesfor whicha call-back was
made.

Frequency and timing of

(8 collection: _ _
The datawill be collected dally.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cdculation methodology:

The number of call-backs within twenty-four hours divided by the total number of inquiries
requiring a call-back.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responshility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

A high percentage for this indicator represents e‘ficieq% and responsiveness, whereas a
low percentage Indicates an area of our operations whichwould require corrective action.

103



PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. I11.2.9

1.

10.

11.

Indicator name:

Per cent of written requests for guidance handled within seven days.

Indicator type:
Effidency
Rationde:

The percent of writteninquirieshandled withinten days is a measure of responsivenessand
is areasonable indicator.

Data collection procedure/source:

The data will be collected from a database tracking system for written inquiries for which
written responses were prepared.

Frequency and timing of

() collection: o
As responses to written inquiries are prepared and sent.

(b) reporting: _
Datawill be reported quarterly, or asrequired by OPB.
Cdculation methodology:

The number of written responses prepared and sent within ten days divided by the total
number of written inquiries.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gatheing of this performance indicator will be the responsbility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Inasmuch as this indicator is representative of actual work, management must consider the

impact that written responses have upon productivity inorder to remain responsive through
effective planning and prioritization .
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.2

INDICATOR NO. I11.2.h

1.

10.

11.

Indicator name:

Per centage of seminar attendeesrating training asinformative and hepful.

Indicator type:
Quadlity
Rationde:

It is vduable for planning future training programs to obtain an idea of the strengths and
weaknesses of those programs.

Data collection procedure/source:

Attendees will be asked to complete brief evaluation questionnaires, from which this data
will be collected.

Frequency and timing of

(8 collection: _ _
Upon completion of each seminar.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.
Cdculation methodology:

'(Ij'otazdvvill be cadculated for various levels of satisfaction from which percentages will be
erived.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the responshility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The Office of State Examiner will use the information from these surveys to improve and
plan future seminars.
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PERFORMANCE INDICATOR MATRIX

GOAL 111
OBJECTIVE 1.3

OBJECTIVE 111.3:_To maintain, during each fiscal year through June 30, 2013, the percentage of
Personnel Action Forms (PAFs) which must be returned to local jurisdictions to 1% of all PAF's
reviewed, through training of local personnel and the development and distribution of interactive
computer based tutorials.

Kind of Indicator Performance Indicator
Input Number of personnel action forms received.
Indicator No. Il1.3.a
Output Number of personnel action forms reviewed for
Indicator No. 111.3.b compliance with civil service law.
Outcome Number of personnel action forms returned to
Indicator No. 111.3.c jurisdictions for correction.
Efficiency Percentage of PAFs reviewed which are returned
Indicator'No. 111.3.d for correction.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.3

INDICATOR NO. I11.3.a

1.

10.

11.

Indicator name:

Number of personnel action formsreceived.

Indicator type:

[nput
Rationde

The Office of State Examiner reviews personnd actions reported on these forms for
comgliance with provisons of civil service law, and, when necessary, provide advisory
feedback to the avil service boardsand appointing authoritiesso that appropriate corrective
action may be taken.

Data collection procedure/source:
A log is kept of personnd action forms asthey are received in this office.
Frequency and timing of

(a) collection: . ' _
The personnd action forms are logged in as they are received.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:

The total of personnd action forms received for a given period of time will be tabulated
prior to the reporting period.

Definitions of any unclear terms:

The personnel actionformisavehide created by the Office of State Examiner by whichthe
gppointing authoritiesmay report personnd actionsinastandard formet to local avil service
boards. locdl civil service boards, in turn, report the personnel actions to this office.
Personnel actions reported on these forms include, but are not limited to appointment,
promotion, demotion, suspension, termination, and leaves of absence

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.

Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the responghility of the Personnd
Management Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

The number of personne action forms received by this office continues to increase. We
mug continue to look at the alocation of personnel to the function of reviewing and
Process ng the personne action forms, or explore other dternatives such as automation
hrough scanning capabilities.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.3

INDICATOR NO. 111.3.b

1.

10.

11.

Indicator name:

INumber of personnd action formsreviewedfor compliance with civil service
aw.

Indicator type:
Output
Retionade:

Once the personne actions are reported viathe personnel actionform, personnel withinthe
Office of State Examiner review the actions taken vis-avis civil service law.

Data collection procedure/source:
When personne action forms are reviewed, the information is entered into a database.
Frequency and timing of

() collection: . . .
Datais entered into the database at the time of review.

(b) reporting: .
Datawill be reported quarterly, or asrequired by OPB.
Cdculation methodology:
The number of personnd action forms reviewed will bean aggregate of those found to be

in compliance with avil service law and those which found to be not in compliance and
which must be returned to the local civil sarvice board for corrective action.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsgible for data collection and quality:

Gathering of this performance indicator will be the respongbility of the Personne
Management Manager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

As we are a very smdl office, only one person is generdly responsible for this critical
function. However, it is Sometimes necessary to divert personnd assigned to the function
to other prc]y ects, which causesabackloginunprocessed forms. When the number forms
processed falls to keep pace with the number received, we must be prepared to redign
duties and cross-train other personnd as r]ece@ag so that this critical function is not
delayed past the point when timely advice will be valuable to those at the locdl leve.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.3

INDICATOR NO. 111.3.c

1

10.

11.

Indicator name:

Number of personnel action forms returned to jurisdictions for correction.

Indicator type:
Outcome
Rationae:

The reason for reviewi ng the personnel action forms is to rEro_vi_de a check that the personnel
actions made at the local level are done in compliance with civil service law. The personnel
actions returned indicate that the system is not operating at the local level asit should.

Data collection procedure/source:
A log is kept of personnel action forms returned to the jurisdictions.
Frequency and timing of
(@) collection: _ o _
A log is kept of personnel action forms returned to local civil service boards for
corrective action at the time the from is returned.
(b) reporting: )
Data will be reported quarterly, or as required by OPB.

Calculation methodology:

The number of personnel action forms returned by jurisdiction is tallied for an overall total.

Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsibility of the Personnel
Management Manager.

Limitations of the indicator:
There do not appear to be significant limitations for this indicator.

How is this performance indicator used in management decision making and other agency processes?
We are attempting to improve the error rate through education and training of personnel at

the local level. The number of forms returned, and the reasons therefor, should guide our
future education efforts.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE 1.3

INDICATOR NO. 111.3d

1.

10.

11.

Indicator name:

Per centage of PAFsreviewed which arereturned for correction.

Indicator type:
Effidency
Rationde:

Our objective isto educate those responsible for operating the system at the locdl level so
that asmdler percentage of personnd action forms must be returned for corrective action.
It istherefore appropriate to examine the percentage of forms returned as an indicator of

effidency.
Data collection procedure/source:
Explained in prior indicator.
Frequency and timing of

(@ collection: | |
Datafor thisindicator will be computed at the time of reporting.

(b) reporting: _
Datawill be reported quarterly, or as required by OPB.

Cd culation methodology:

SHf explanaory.
Definitions of any unclear terms:

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

Gatheing of this performance indicator will be the responsbility of the Personne
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Our efficiency intraining the personnel at the local level ismeasured by thisindicator. If we
are not improving_the manner in which personnel actions are made and reported in
accordance with civil service law, we need to reexamine our training efforts and make
changes as needed.
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PERFORMANCE INDICATOR MATRIX

GOAL 111
OBJECTIVEIIl.4

OBJECTIVE Il11.4: To increase service to jurisdictions and to applicants for employment in the
gystergot%%%gh the e-government concept by adding at least one new category each year through
une 30, .

Kind of Indicator Performance Indicator
Input Number of informational categories on agency
Indicator No. I11.4.a website.
Output Number of new informational categories added to
Indicator No. 111.4.b website.
Outcome Number of visitors (hits) to website.
Indicator No. I11.4.c
Outcome Percent increase in informational categories on
Indicator No. 111.4.d website.




PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE II1.4

INDICATOR NO. I1l.4a

1.

10.

11.

Indicator name:

Number of informational categorieson agency website.

Indicator type:
[nput
Rationde:

Offering informationonthe agency websiteisamethod of utilizing e-government technology
to expand services and support to loca jurisdictions.

Data collection procedure/source:

The agency web support specidist will maintain an up-to-date list of the avallable
informationa categories,

Frequency and timing of

(a) collection: o
Datawill be collected as often as the website is updated.

(b) reporting: .
Datawill be reported quarterly, or asrequired by OPB.

Cdculation methodology:

Thetotal number of informational categories will be counted.
Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsible for data collection and quality:

E/lathering of this performance indicator will be the responsibility of the Classfication
anager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Informational categories posted to the agency’ s website provides a cost-effective service
to persons seeking Specific information. This promotes productivity of personnel who may
otherwise be required to respond to routine telephone cals or letters of inquiry, and frees
time for other necessary tasks.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE II1.4

INDICATOR NO. 111.4.b

1.

10.

11.

Indicator name:

Number of new informational categories added to website.

Indicator type:
Output
Rationde:

New informational categories added to the websiteimprovesthe administrative support to
locdl jurisdictions.
Data collection procedure/source:
See previous indicator.
Frequency and timing of
(@ co 'e%t_ﬁ?g datawill be added as new categories are added to the website.
®©) repor[t)lgt%wi” be reported quarterly, or as required by OPB.
Cdculation methodology:
The total number of categories added to the website will be counted.
Definitions of any unclear terms
Not applicable.
What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Slathering of this performance indicator will be the responsibility of the Classfication
anager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

See previous performance indicator.

113



PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE II1.4

INDICATOR NO. I11.4.c

1.

10.

11.

Indicator name:

Number of visitors (hits) to website.

Indicator type:
Outcome
Rationde

This indicator is a measure of the usefulness of the webdite and its vaue as a source of
information.

Data collection procedure/source:

Datawill be collected from a counter imbedded in the website.
Frequency and timing of

(@) collegon vill be collected and counted each time the website i accessed.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Thetotal number of vigtors (hits) will be counted.
Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Slathering of this performance indicator will be the responsibility of the Classfication
anager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

Thisindicator will be helpful in planning future website categories.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL II1
OBJECTIVE II1.4

INDICATOR NO. I11.4d

1.

10.

11.

Indicator name:

Percent increase in informational categories on website.

Indicator type:

Outcome
Retionde

Thisindicator isameasure of improvement in providing on-line adminigtrative support.
Data collection procedure/source:

The agency web support specidist will maintain an up-to-date count of the available
informationd categories, and determine the percentage increase.

Frequency and timing of

(a) collection: . _ , ,
Datawill be updated as informational categories are added.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Percentage increases will be calculated for the reporting periods.
Definitions of any unclear terms

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who isresponsble for data collection and quality:

Slathering of this performance indicator will be the responsibility of the Classfication
anager.

Limitations of the indicator:
There do not gppear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

The percent increase in the number of informational categories on the agency’s website is
an indication of the continued efforts to improve adminidraive support through e

ernment technology. If no change or a decrease in this indicator occurs, other
opportunities for improving on-line assistance should be explored.
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APPENDIX C

LOUISIANA VISION 2020
COMPONENTS

STRATEGIC PLAN
FISCAL YEARS 2008-09 THROUGH 2012-13

OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
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APPENDIX C

LOUISIANA:

VISION 2020

COMPONENTS

OBJECTIVES
STRATEGIC PLAN
2008-09 through 2012-13

OBJECTIVES
LOUISIANA: VIS ON 2020

OBJECTIVE I.1: Toimprovethe content validity of
classification plan for each jurisdiction by assurin
that each class description is supported by job analysis
data not greater than five yearsold by June 30, 2013.

OBJECTIVE 35 - To provide safe, vibrant, and supportive
communitiesfor all citizens.

Classification plans are instruments of employee selection
which include the qualification requirements necessagl to
be appointed to positions in law enforcement and fire
protection.  Positions classified according to primary
duties and responsibilities promotes order and efficiency
of service and contributes to effective protection of
citizensin communities..

OBJECTIVE 1.2: By June 30, 2013, improve efficiency
of serviceto local civil service boardsby providing timely
recommendations to civil service boards on needed class
plan changes following all jobanalyseswithin ninety (90)
days of receipt of job analysis information, and by
Browdln updated class descriptions on changes adopted
y boards within ten (10) days of receiving minutes of
meeting.

OBJECTIVE 3.5- To provide safe, vibrant, and supportive
communitiesfor all citizens.

Improving the turnaround from completion of a Ijob
analysis to the final submission of an official class
description contributes to more efficient administration of
classified fire and police personnel.

OBJECTIVE 11.1: By June 30, 2013, improve the validity
of examinationsdeveloped by the Office of State Examiner
so that candidates identified as eligible will have the
knowledge and skills necessary to be placed in a
working test period, and so that examinations
administered will be legally defensible.

OBJECTIVE 3.5 - To provide safe, vibrant, and supportive
communitiesfor all citizens.

By improving the validity of examinations administered by
this office, local jurisdictions are provided a better pool of
applicants from which to sdect for positions in law
enforcement and fire protection. Vaid tests which are
predictive of success contribute to public safety and
efficiency of serviceto our citizens.

OBJECTIVE 1.2 By June 30, 2013, to provide
examination scoresto local civil service boards within 80
daglsfrom receipt of exam request despite an anticipated
50% increase in number of jurisdictions to which the
system isapplicable.

OBJECTIVE 3.5- To provide safe, vibrant, and supportive
communitiesfor all citizens.

By providing examination scores to local boards in a
timely manner, our office becomes more responsive to the
needs of locad governments which must assure adeguate
staffing levels and deployment of public safety personnel.

OBJECTIVE I1.3: Improve quality of examinations and
efficiency of exam preparation by conducting a
comprehensive review and update of all test questionsin
zoo% database from which tests are drawn by June 30,

OBJECTIVE 3.5 - To provide safe, vibrant, and supportive
communitiesfor all citizens.

Improving and maintaining a database of quality test
items contributes to more efficient test administration
procedures, resulting in better selection procedures that
are more predictive of success of applicants for public
safety positions.

OBJECTIVE 111.1: Toprovideinitial orientation by June
30, 2013, to local governing authorities in 27 new
jurisdictions to which the system applies concerning the
requirements of Municipal Fireand Police Civil Service
Law, and assisting such entities in establishing civil
service boards.

OBJECTIVE 35- To provide safe, vibrant, and supportive
communitiesfor all citizens.

Providing training and orientation to local authorities
regarding compliance with the provisions of civil service
lav reduces errors in personnel  administration and
encourages adherence to the principles of merit,
efficiency, and fitness. This contributes to order within
public safety departments which, in turn, promotes safer
communities.
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OBJECTIVES
STRATEGIC PLAN
2008-09 through 2012-13

OBJECTIVES
LOUISIANA: VISION 2020

OBJECTIVE I11.2: - To improve service to jurisdictions
through timely support to those involved in the operation
of the system at the local level through telephone
support, correspondence, seminars, individual
orientation sessions, and revised training materialswith
inter active components by June 30, 2013.

OBJECTIVE 3.5 - To provide safe, vibrant, and supportive
communitiesfor all citizens.

Providing administrative support through various means
of contact reduces errors in personnel administration and
encourages adherence to the principles of merit,
efficiency, and fitness. This also contributes to efficient
service and protection.

OBJECTIVE I11.3: - To maintain, during each fiscal year
through June 30, 2013, the percentage of personnel
action forms (PAFs)which must be returned to local
jurisdictions for correction at 1% of all PAFs reviewed,
through training of local personnel and the development
and distribution of interactive computer-based tutorial s.

OBJECTIVE 3.5- To provide safe, vibrant, and supportive
communitiesfor all citizens.

The Office of State Examiner is charged by Civil Service
Lav to provide advice and assistance to local
jurisdictions in matters of personnel administration of fire
and police personnel.  Our ability to provide these
services contributes to the improvement of the efficiency
and accountability of governmental entities such as civil
service boards, and appointing and governing authorities,
including city councils, boards of adermen, and fire
boards of commissioners, which ultimately influences the
quality of servicein areas of public safety.

OBJECTIVE I11.4: - To increase service to jurisdictions
and to applicants for employment in the system through
the e-government concept by addln% at [east one new
category each year through by June 30, 2013.

OBJECTIVE 3.5 - To provide safe, vibrant, and supportive
communitiesfor all citizens.

The development and use of e-government technology
will improve the agency’s ility to disseminate
information efficiently and effectively in terms of both
cost and productivity, and will aso facilitate the
application and employment opportunities to persons
who wish to seek employment with law enforcement and
fire departments under the Municipal Fire and Police Civil
Service System.
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APPENDIX D

LIST O
JURISDlCTIUOI\II\IDSI/E%M PLOYEES
THE MUNICIPAL FIRE AND POLICE CIVIL SERVICE
SYSTEM

T

STRATEGIC PLAN
FISCAL YEARS 2005-06 THROUGH 2009-10

OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
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JURISDICTIONS UNDER MUNICIPAL FIRE & POLICE CIVIL SERVICE

ASQF MAY 18 2007

POPULATION NO. OF EMPLOYEES
JURISDICTION PARISH ZEO%SCESN(S)JJ\IS FIRE POLICE

Abbeville Vermillion 11,887 36 42
Alexandria Rapides 46,342 111 166
Ascension FPD (Gonzales) Ascension 8,156 -- --
Ascension FPD #3 (Prairieville) Ascension 9

Baker East Baton Rouge 13,793 20 34
Bastrop Morehouse 12,988 47 41
Baton Rouge East Baton Rouge 227,818 582 695
Bayou Cane FPD (Houma) Terrebonne -- --
Benton FPD #4 Bossier 21

Bogausa Washington 13,365 42 66
Bossier City Bosser 56,461 226 257
(BI—?aSSgerqtgr?)St Central F.P.D. #1 * Bosser 2,792 -- --
Breaux Bridge * St Martin 7,8281 -- 21
Caddo Parish FPD #1 (Blanchard) Caddo 2,050 18 --
Caddo Parish FPD #2 Caddo

Caddo Parish FPD #3 (Greenwood) Caddo 2,458 19 --
Caddo Parish FPD #4 (Keithville) Caddo 9 --
Caddo Parish FPD #5 (Shreveport) Caddo 8 --
Caddo Parish FPD #6 (Keithville) Caddo 4 --
Caddo Parish FPD #7 (Qil City) Caddo 1,219 -- --
((.\:/ail\j/?gr'l %Darish FPD #38 * Caddo 4,031 - -
E.‘,'\ﬁl ggss Iglljulfaf?rim FPD #1 Cacasieu 6 --
%lafﬁysgu V%?Sr?eéﬂ?r?Department) Calcasiey 8 B
gaegttégl FI;()F;% 34 East Baton Rouge 18 --
((\:/c?ggci)giia F.P.D. #2 Concordia 4,543 1 --
Covington St. Tammany 8,483 13 39
Crowley Acadia 14,225 34 36
Denham Springs Livingston 8,757 27 42
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POPULATION

NO. OF EMPLOYEES

JURISDICTION PARISH ZEO%SCESN%\IS
FIRE POLICE

DeRidder Beauregard 9,808 17 27
(DMegnoégieng;iSh FPD #8 DeSoto 5,582 16 -
Donaldsonville Ascension 7,605 14 --
East Baton Rouge Parish FPD #3 (BR) East Baton Rouge 7 --
East Baton Rouge Parish FPD #5 (BR) East Baton Rouge 2 --
East Baton Rouge Parish FPD #6 (BR) East Baton Rouge 16 --
East Baton Rouge Parish FPD #9 (Alsen) East Baton Rouge 1 --
Eunice St. Landry 11,499 12 34
Franklin St. Mary 8,354 11 32
Gonzales Ascension 8,156 22 41
Grant FPD #5 (Pollock) Grant 376 -- --
Grand Caillou F.P.D. #4A * Terrebonne -- -
(Houma)

Hammond Tangipahoa 17,639 67 133
Harahan Jefferson 9,885 14 39
Houma Terrebonne 32,393 51 90
I(Rleer\i,\;a IFt))aerrii%; FPD #1 Iberia 13 --
Jefferson Parish FPD (Metairie) Jefferson 232 --
?%Lgs%?ngish FPD #3 * Jefferson -- -
Jennings Jefferson Davis 10,986 11 38
Kenner Jefferson 70,517 86 171
L afayette L afayeite 110,257 249 265
LaFourche Parish FPD #3 LaFourche 8 --
Lake Charles Calcasieu 71,757 168 182
Leesville Vernon 6,753 16 27
Lincoln FPD #1 Lincoln 424 8 --
(Vienna)

Livingston Parish FPD (Walker) Livingston 4,801 9 --
Minden Webster 13,027 14 36
Monroe Quachita 53,107 203 237
Morgan City St. Mary 12,703 37 51
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POPULATION NO. OF EMPLOYEES
BASED ON
JURISDICTION PARISH 2000 CENSUS FIRE POLICE
Natchitoches Natchitoches 17,865 44 66
Natchitoches FPD #6 (Natchitoches) Natchitoches 3 --
New lberia Iberia 32,623 64 1
Odakdae Allen 8,137 5 15
Opelousas St. Landry 22,860 46 75
Quachita Parish FPD #1 (Monroe) QOuachita 132 --
Pineville Rapides 13,829 65 72
Plaguemine Iberville 7,064 21 32
Pointe Coupee FPD #4 * Pointe Coupee 1,339 -- --
(Livonia)
Rapides Parish FPD #2 (Alexandria) Rapides 55 --
Rapides FPD #3 Rapides 4 --
(Tioga)
Rapides FPD #4 Rapides 2 --
(Pineville)
Rapides FPD #7 Rapides 2 --
(Ruby-Koalin)
Rayne Acadia 8,552 -- 29
Ruston Lincoln 20,546 48 47
St. Bernard Parish FPD #1-2 St. Bernard 105 --
St. George FPD East Baton Rouge 136 --
(Baton Rouge)
St. Helena FPD #4* St. Helena --
St. John the Baptist Parish FPD St. John the Baptist 26 --
(LaPlace, Reserve, Garyville, St. John
Wedtside)
St. Landry Parish FPD #1 St. Landry 1,219 9 --
(Krotz Springs)
St. Landry Parish FPD #2 St. Landry 2,287 7 --
(Port Barre)
St. Landry Parish FPD #3 (Opelousas) St. Landry 38 --
S. Martinville S Martinville 6,989 -- 18
St. Tammany Parish FPD #1 (Slidell) St. Tammany 25,695 132 --
St. Tammany Parish FPD St. Tammany 677 8 --
#2 (Madisonville)
St. Tammany Parish FPD St. Tammany 13 --
#3 (LaCombe)
St. Tammany Parish FPD #4 (Mandeville) St. Tammany 10,489 94 --
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POPULATION NO. OF EMPLOYEES
BASED ON
JURISDICTION PARISH 2000 CENSUS FIRE POLICE
St. Tammany Parish FPD #7 * St. Tammany 1,839 -- --
(Pearl River)
St. Tammany Parish FPD #8 St. Tammany 1,957 4 --
(Abita Springs)
St. Tammany Parish FPD #11 * St. Tammany 1,839 -- --
(Pearl River)
St. Tammany Parish FPD #12 (Covington) St. Tammany 31 --
St. Tammany Parish FPD #13 * St. Tammany -- --
(Goodbeg)
Scott Lafayette 7,870 21
Shreveport Caddo 200,145 582 558
South Bossier FPD #2 * Bossier -- --
(EImgrove)
Sulphur Cacaseu 20,512 61 69
Talulah* Madison 9,189 - --
Tangipahoa Parish FPD #1 (Amite) Tangipahoa 4,110 19 --
Terrebonne FPD #10 Terrebonne 5
Ville Pate Evangdine 8,145 16 37
Washington Parish FPD #7 Washington 2 --
West Baton Rouge Parish West Baton Rouge 5,278 -- --
FPD #1 * (Port Allen)
West Baton Rouge Parish West Baton Rouge 2,020 1 --
FPD #2 (Brusly)
West Baton Rouge Parish West Baton Rouge -- --
FPD #4 * (Lobddl)
West Feliciana FPD #1 West Feliciana 2
West Monroe QOuachita 13,250 40 78
Westwego Jefferson 10,763 12 25
Winnfield Winn 5,749 6 40
Zachary East Baton Rouge 11,275 14 50
TOTALS 4,397 4,075
TOTAL FIRE AND POLICE EMPLOYEES 8,472

* These civil service boards have not been sworn in.
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APPENDIX E

ORGANIZAII(I)CI)QNAL CHART
OFFICE OF STATE EXAMINER

STRATEGIC PLAN
FISCAL YEARS 2008-09 THROUGH 2012-13

OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
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OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE

Melinda B. Livingston
State Examiner

Robert S. Lawrence
Deputy State Examiner

TEST DEVELOPMENT ADMINISTRATIVE
AND RESEARCH SUPPORT

FPERSONNEL MANAGEMENT

& CLASSIFICATION

Dennls D. Bartlett Debble C. Bourque

Hum Res Asst Div Admin Admin Assistant 5

Cynthia S. Johnson
Hum Res Asst. Div Admin

Ylondia d. Morrison
Hum Res Consult C

D. Fred Dressel

Hum Res Consult C

Jacqueline M. Barnelt
Hum Res Consult C

|

Human Res Consult B

Kesha M. Gurlis

David E. Klecker
1 Hum Res ConsultB

Sherri B. Cobb
Hum Res Consult C

Donna E. Sicard
Hum Res Consult B

Joshua T. Bernard
Hum Res Consult A

Charee B. Shelton
Hum Res Consult A [T

Angela K. Floyd
Hum Res Consult A

Michelle B. Bourdier

Hum Res Consult A

Trudie A. Bordelan
Admln CoordInator 3

ORGANIZATIONAL STRUCTURE
OFFICE OF STATE EXAMINER
MUNICIPAL FIRE & POLICE CIVIL SERVICE
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Gloria T. Longacre
Admin Coordinator 3

Allison B. Roshto
Admin Coordinator 3
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